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ABSTRACT

This project has attempted an examination of the
impact of financial rewards on employee motivation and
performance: The study of Nigerian Tobacco Compeuy oroia.
The purpose of this project is te find out the primes«
effects of financial rewards on employee motivation and
performance. This is in order tec now hiw Lo uti__gs.
financial rewards effcctively in an orsanization i.,
accelerating emplovee performance and mocivation.

Chapter cne of the study attempts to introduce th-
study by presenting the problems that led to the studr
the aims of the study, Justification of the study ~—«¢
scope and limitation of the¢ study. T[his chapter a.so
addresses itself to the methodology aad all importan~®
concepts of the study,

In Chapter two we reviewed and critically evaluaat- -
theories and research studics related to the study.

Chapter three is an exgosition oa tne Financia.

. ds

system of Nigerian Tobacco Company, *ae historical div. . .cn=-

ment and the organizational structure, the differert
financial rewards schemes of NTC and external influecn~: -

on the financial rewards schomes,
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Chapter four presents the findines of the study wrich

examined whether employees are attracted, retained and

motivated to perform in an crganization, mainly because

of its financial rewards system. And secondly, wheth._

employees motivation and performance are influenced by

financial rewards.

We used documentary, survey and case study research

method and employed statistical method of tables,

frequencies and percentages for analysis, The fimd?ngs

of the study are as follows:-

i)

ii)

B0

N

-

that Nigerian Tobacco Cémpany like most pfi:at:
organizations in the country has a wide ran.e of
motivational factors. Which includes finar izl
rewards, training and development oppertuni fHies
Job security, opportunity for promotion etc out
they are not adequately utilised towards emplofee
motivation and perforwance;

that finencial rewards serves as instrument for
satisfaction of both lower and higher order
needs)

that high percentage of cmployvre aspire fc® Jobs
which offers the potential for high financial

rewards and professional status;
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iv) that the amount of financial rewards received
by employeces determines whether they are
satisfied or dissatisficd with their Jjobs and
thus job retention.

v) that Financial Rewards is an important factor
to employee motivation and performance. And
thus financial reward is still a valued
commedity in work,

Finally chapter five summarises the study and gives
use ful recommendation for the adequate utilization of
financial rewards in employee motivation and performance.
Some of the recommendationsgiven were as follows:-

35 that the organization should pay employee on

the basis of the results they achieve on the job.
That is the output produced, return on assets,
company's carning cte;

s . that employee must be able to control the
performance on which thr financial rew- rde ic
based;

iii, there should be equity in payings

ive that the amount of money set aside for financial

rewards must be sufficicntly large to make <rtr=z
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effort worthwhile;
that financial rewards increases should be

given voluntarily,
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CHAFTER ONE

INTRODUCTION

1.1 Statement of the Problem

Organizations teday, both in the Public and
Private sectors are confronted with the problem of how to

improve on employee motivation and performance in work

places., Management in these crganizations have tried
boosting performance through new equipments and nev job

: . have , .
designs. Some [ concentrated their c¢rientation towards
the employees. Infact, of all the ways of setting up
a work situation that motivates employees towards hard work,
the one that most industries or organizations has formalized

most is the financial rewards system, Financial rewards

in industries have come to occupy a central place,

hees a well designed financial rewards system mctivates
employees to greater performance, higher quality performance
or greater employee satisfaction? The answer to this
question has varied from the "Yes" of the Classical
Scientific Management School in the early 1900s to the
"No" of the human relations theorists in the 1930s., The
controversy still rages, and I am not sure we can settle
this age old dispute in this study, but the various
positions will be presented, However, most times, these

controversies have been based on reasons often not highly
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associated with the evidence, or on non tested assumptions,
hunches and time worn "rules of thumb." And this has led
te some of the studies concluding that neither financial
rewards nor new technologies will remedy the low motivation
and perfcrmance problem in industrye.

The Nigerian Tebaccu Company over the years has been
faced with the problem of lew preductivity and the company
has been encouraging improvement in efficiencies. Among
the Company's Challenges in the future is to achieve and
maintain improved levels of efficiency and productivity,

To this effect the vurganization has designed their
compensation programs to attract quality Jub applicantz to
the organization, motivate employee to perform to thei: =

"

capabllities and alluw the organization tc retain its “=2st
emp loyees.

All we will be trying te du in this study is
establishing the positive impact, financial rewards has on
empluyees and that effective financial rewards adminisira-
tion is a desirable facter in employee motivation and
performance. lany studies exists to suppert this research
erfort and in one of such studies, Viteles states that.
it has become increasingly evident that the worker seeks

more f{inancial rewards from his Job and that the exten® to

which other needs and wants are satisfied has a strong



bearing upon how well a wage system still work in a
particular situation and exercises a direct and frequently
predominanting influence upon employee performance and
satisfaction at work and upon employee morale.1 Money is
a common means for satisfying all sorts of diverse needs
in our society, thus financial rewards in workplace fit
with our culture'!'s conception of what work means, with the
definition of work as non satisfying and restrictive
activity given by people in exchange for means like
financial rewards. The means thus earned allow the
earner to satisfy his idiosyncratic needs off the job.
The identification of financial rewards is thus a
pre~condi tion for achieving sustained motivation and
consequently improved performance,

In order teo increage our understanding about the
behavioural effects of financial rewards as a motivator
te higher performance based on empirical evidence, this
study begs to answer these gquestions:~ What is the most
important incentive for work? Does the financial rewards
system of an organization contributes in attracting,
retaining and motivating employees? In what ferm should
financial rewards system take to motivate and improve
employee performance? What financial rewards are desired
by employees? Or the perceived value of the financial

revards to the people receiving them, To what extent is



b
the performance of the organization related to the
financial rewards system? In what ways using financial
rewards can motivation among employees be improved to
enhance performance? These and related questions are

systematically examined in this study.

1.2 Aims of the Study

The aim of this s tudy is to examine the impact of
financial rewards on employee motivation and performance.
The specific aims of the study are:-

(a) to identify the different available types of
financial rewards of the Nigerian/Tocbacco Company,

Zaria,

(b) to analyse the impact of these financial rewards on

job attraction, retention and turnover;

(c) to examine the extent financial rewards can improve
employee motivation and performances;

(d) to find out if the existing organization financial
rewards system are tied to employee performance;

{(e) to identify the most preferred financial rewards hy
different categories of workers;

(f) to sugpest measures to improving the financial
rewards systems of the organization to accelerating

employee motivation and performance.
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13 Justification of the Study:

A research examining the impact of financial
rewards on employee motivation and performance is justi-
fied in several respects.,

Firstly, the primary role of industry financial
rewards are related with motivating employees for desired
behaviours, While several behavious may be desired bv
organizations of their employees, Job performance is the
behaviour of primary focus in this study.

Secondly, this study revisites the most important
question in industries today, What is that which will
most motivate employee to perform more efficiently or to
produce to their capacity? IHMotivational research has
produced some solid answers to that guestion and this
study will undcubtedly create interest in such researcn
results. However, until recently this research was not
directly applicable te the developing country work context.
Our research, however, has concentrated on a developing
country - Nigeria., - 4?6779

Most of the studies and theorics on .:otivailion i, e
past was hased on developed e¢conomies and these must have
affected their conclusicns. In developing countries the
importance moncy has to 'the society miesht contribute in

influencing work behaviour among workers. Thus the study



will try to show the limitations of such previous
studies of over generalisation ir lumpingz all worlkers
together,

Thirdly, this study stresses that the solution to
improving the Nigerian workers problem oi low productivity,

motivation and inefficiency can take the form of

reviewing every organizations financial —eward = 2%tz
to be motivational and performance oriented.

Consequently, findings from this study wiil add to
the existing literature on this subject and enhance

success in the realization of the organizational goals.

1.4 Scope and Limitation of the Study

The scope of this study is in the impact rin:tacial
rewards has on employee motivation and performance in
Nigerian Tobacco Company, Zaria., The fact that studies
in the area of motivation are over three thousand three
hundred and fiftyg does explain why it will be a harcu-
lean task to study all the faocets of motivation techniques,
The study will therefore circumscribe to the extent that
financial aspects of motivation and its 12lation tna
performance will be dealth with only, Although actual

) . _ e, . B .
pay is the dominant iactcflw111 be censidering in the

working relationship, there are also other outconcs from



the working relationship that we can't avoid i{n

considering in the Jjob gituation. For example a worker

sometimes will forego higher financial rewards based on

piece work Jjobs in order to aveid being an outcast from

the work group or in the case of people who view their

Jjobs primarily as a means of self actualization, pay will

not constitute the foremost or primary ouccome of the Jjob.
fhe study will be restricted in the sense that data

used for generalization is only that obtained from Nigerian

Tobacco Company, Zaria.

The time scope of the s tudy is also very important,
though the study will make reference to the period when
the company started operation in 1959 to date, However,
conclusions will bhe arrived at on the basis of the
responses of the present employees of the organization.

Financial constraints and secrecy on some important
information needed for the study, definately restricted

the extent of the study.,

1.5 Hypotheses

The validity of the following hypotheses were
tested:-

(a) that employees are attracted, retain and motivated
to perform in the organization mainly because of its

financial rewards system.



(b} that employee motivation and performance are

influenced by the financial rewards they receive.

1.6 Research Methodology:

1.6.1 Sources of Data

In this study primary and secondary data were used.
The primary data covered data that were cecllected and
analysed for the first time., They included the informa-
tion from employees of Nigerian Tnbacco Compan, Zari-.

The relevant secondary data had te do with dcoccumen-
tary studies. HKelevant literature meinly publiched works
and Journals that related to the problem of stiviy wers
reviewed, This also included library research on the

subject,

1.6.2 Method of Data Callection

Two methods of data collection were used.
They include:=-
(a) CQuestionnaire
(p) Direct Interview

Questionnaire:

The main instrument ol the research is the ~westoon-
naire, The method was used because it enabled thce
researcher to cover a larger number of respondeics and

issues which deal with the impact of financial rewards con

respondents motivation and perfermance.
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Questions were drawn bearing in mind the level of
education of the majority of the workers. CGuestions

were drawn as simple as possible and admiiistered on the
respondents selected from various departments and
categories of the emplowees, The questicanaire used both

the open and closed ended types of questions.

Direct Interview

Interviews were used to supplement the questionnaire
method, The use of interviews was necessary to enabling
the researcher to probe deever inte some »f those issues
which can not be fully covered in the questionnaire. The
interviews also enabled the researcher teo hear the views
or opinions of some of the respondents on a face-tc-face
basis and note their perceptione on the 0°ganization's
Financial rewards system. Tnus i. help L. give qualitative

information which was necessary for this &tudy,

1643 Sampling Procedure

For high level of representaliveness and participation,
random sanpling were used. A random samp e siz= of two
o . L i
hundred was .selected, According To Runy n and Haber,~
- : . 1 . _ ;
Nachmias and Nachmias, a sample size of bout 5 persent

ot a population over one thousand is goo enough for

mak ing inference, of the entire populatioi.., Since there
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are approximately one thousend, five hundired and twenty-
six employees in Nigerian Tebacce ‘ompan: Zaria., the
researcher decided that a samnle r’ze of %o hundred
which is about 13 percent ‘ouvid bc food ough for the
purpoges of this research coasidering th: & it is not

always possible to have a ruadrec. .:rcen’ respense.

146, Method of Data Ana—ys'.o

Procedures for data analysis ircludcs colloction of
completed questionnaire, from the .esporc 'nts, checking
for the actual and appropriate corpletior of the data,
coding of raw data. The responses were classified and
tabulated statistically in th: Chapter on VYata \nalysis.
Results were presented in tabilar . >rm ir Irsquencies
of response and percentages wi're ¢ Lained A textual
discussion on each table wa: done ~1d dec silons were
taken through analysis. {1lsc evi-2nce ctained from
the unstructured interviews i/ r= prosentéd in a ~uning

narrative.

1e7 . Definition Of_i':‘a_l':'-‘(‘\r C.O'.i(',i nt

1. Compensation:- Is a broc. term pertaining to

financial rewards received .y persans thr ugh tiair
: . ) S :
employment relationship with ¢2 o. fizat -n. Gererally

speaking, compensation is finsaclal in na ure because sz

ol
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monetary outlay is required by the emplover, Such
monetary outlays may be immediav: payab.- within a
short period of time) or deferred (payable at a later
date), An employee's weekly or oathly 'ay is an example
of an immediate payment whereas a pensic:. profit sharing,
a bonus plan typifies a deferred payment Compensation
can be direct, where money is placed int., the hands of
the employee, or indirect where the empliyee receives
compensation in non-monetary ferms o ha 1ittle discre-
tion as to how the compensation will be .pent (expense
accounts, use of a company autowr~i'ie an group and
health insurance). The types of compenz-tion can be
categorized as i‘ollows:5
(a) Wages and salary "Wages" typically - ertain to hourly

rates of pay (the merz hou:s vorked the greater the
pay) and the term "salary" generall .applies to a
fixed weekly, monthly or annlial raile of pcy
(regardless of the number of hours .orked}. loth
wages and salaries are usually adjusted annually and
are based on the type of job held by an enlovee os
well as individual seniority and Jo! performance
(merit),

(b) Incentive Programs:- Additicnal Cop- asation above

and beyond the employee's wage or S:EEEZ_EE-BEQXJdﬁd'\



(c)

12,
by incentives programs. {(some emp: >yees earn all
of their pay from incentives). Inceative programs
are geared to providing additional p:cy based on
productivity, sales, profits, or ccst-reduction
efforts, The major objcctive of mcst incentive
compensatjion programs is to encourage and reward
employee productivity and cost effe~tiveness.
Incentive programs are of two types:-

1) Indiwvidual incentive programs Pro7ide compensa-
tion based on the sales, produc.ivity, or cost
savings attributable to a speci 'ic employee.

ii) Group incentive programs allocale compensation
to a group of employees (by department, division
or work group) for exceeding pedetermined
profitability produc*ivity or cost savings
standards,

Employee Benefit Prograis: Croup Life and health

insurance, paid vacations and holic ays, pension

programs and other benefits associcted with an
employment relationship or membership in a unipr are
examples of employee bencfit programs, Emplovee
benefits now comprise approxiuately N0 percent of

total compensation cost in the Unii ¢ States.
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(d) Perquisites Employees:- may receive amenities such
as the use of company automobiles? country cliub
memberships, travel allowances, or access to company
owned resorts and airplanes, Perquisites may
represent a substantial amount of compensation

especially for hipghly paid e}cecutives.7

2. Motivation:- Th%?ﬂﬁ%uivacion" 8 derived rrom
the Latin word movere, meaning “to move" Berelson and
Steiner8 define motivation as all those inner striving
conditions described as wishes, desires, drives etc ....
It is an inner state that activates or noves.

Motivation according to Dunette9 is a label for
(a) the choice to initiate effort,

(b} the chcice to expend a certain amouvnt of effort and

(c) the choice to persist in expending effort over a
period of time to achieve a.given performance
objective{

In other words, motivation has to do with g set of
variable relationships that explain the direction amplitude
and persistence of an individual's behaviour, Similarly,
Vroomqo defined motivation as a preocess zoverning choices

among alternative forms of voluntery activity,
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3. Perfﬁrmanoe:- Performance could be define as
the accomplishment of successful role achievement
(behaviour) that ié a‘person's accomplishment on tasks
that comprise the person's job.11 Another definition
offered by Kast énd Roasenzweig has performance as to do
with effectiveness and efficiency/productivity.12

Effectiveness has to do wilh lhe bicvuder Coantern
of progfess towandé achieving the objectives of a
programme, It may invoive the production of a certain
number of piecés; Performance effectivéness is a
measure of task output or goal at accomplishment,

_Efﬁ_ciendy or productivity of a programme on the
othe; hand may be defined as the ratio of output to units
of inpﬁt.' ?erformance efficiency thérefore is a measure

of the resource cost associated with gcal accomplishment

that is output realized compared to input consumed,

1.8 Plan of the Study

Chapter one contains the statement of the'problem,
the aims.of the study, Justificaltiocn for reseacch under-
taking anﬁ the explanation of the scope +n bé covered.,
Hypotheses were stated and methodology to be employed

in the study indicated,
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Chapter two dealt mainly with reviewing the relevant
literatures on Vvarious subjects of fﬁe study. These
includes financial rewards snd emplbyee motivation,
financial rewarde and employee performance and relevant
theories on motivation and performance as Hezberg's two
factor theory, Vrooms expectancy theory. the P.rier-
Lawler madel, StaCy Adam's equity thecory and Robert
Dubin's theory.

In Chapter three we congider<d the organizational
perspective of financial rewards, under the following
topics:~ historical development and the crganiz-*icnal
structure of Nigerian Tobacco Company Zaria, the variocus
financ;ai1rgwa?ds schemes of NIC andnExierhal influence
on the Company B Financial Rewards Schemes,

_ Ghapter four dwell on the preaentation of data that
will be obtained through questlonnaire and interview
methods of collecting data. It was presented in
tabular f orm. |

Chapter five contains the summary and conclusion of
the 3tudy. It also discusses useful suggestions for the
1mprovement or financ1a1 rewards nf the organi-a*tion

towards motivation and employee performance.
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CHAPTER _ TWO

LITERATURE REVIEW

Strangely, in spite of the large amohnts of money
spent and the obvious relevance of behavioural theory fo»r
industrial compensation practices, there is probably less
solid research in this area than in any ¢ther field
related to workers motivation and performance. We know
amazingly little sbout how money acts individually ta
affect Jjob behaviour., Although the relevant literature
is veoluminous, much more has been written about the suﬁject
than is actually known,

In this review, we have attempted to identify and
summarize research studies designed to show how opportunie
ties to get money affect the way reaople actually do their
work., It was decided to focus attention on the impact
of financial rewards in motivating c=mployee behaviour on
the Jjob. The large body of literature showing the impact
0f other Job factors other than financial rewards on
employee motivation and performance has been largely
ignored, Thus, we review here t-»~--~ theories and studies
designed to 1lluminate possible eficcts of financlal
compensation for Inducing greates . fort in the job
setting, inducing employees to talk. Jjobs, persist in them

or to leave them, First, we examined financigl rewards

. 17.
KAS:J fat 1.
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and employee motivation, second, we considered financial
rewards and employee performence, this wa# then followed
by the examination of several theories offered.to explain
how financizl rewards affects employee motivation and
performance, In this chapter we seek to'summafize and

evaluate critically vhat is already known, teo hélp us in

suggesting direction for the study.

2.1 Financial Rewards and Employee Motivatien

Motivation is one of the most researched and discussed
subjeot areas in both public and private arganizations.
Researchers have sought to explain how and why Deople are

actuated to behave in a manner supportive of

Ofganizational goals,

\ Accord1ng to Osuagwu,1 psychologists have been
concerned with three important gquestions about motivation
in recent years. These are:-

(1) What'is-withiﬁ the individual or his environment
that initiates and sustains his behaviour?
(2) How 1g behaviour initiated, directed, sustained and
atapped? ‘
{(3) ﬁﬁat are.¥he.motivational det;rmiﬁanté of effective

Job performance?
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Ikeagwu2 stétes that management's efforts to find
the determinants of motivation and performance in
industfy have been primarily in terms of incentives or
inducements; They seem to be in.ﬁé.ﬁoubfhthat these are
needed, but the difficulties really commence when it
comes to deciding what form they should take. The
principal research problem according to Upsanl and

3

_ﬁunnette in this area is to discover whether money
motivates and if it does, in what way does it motivate
éﬁbib§ees and how this inturn affects their behaviour.

There seems to be implicit in the belief that money
can motivate however as William and Huber puts it, some
researchers have failed to make the important distinction
between motivation to work for financial rewards and
motivation to work harder in order to earn more money,
Others have arrived at the indefensible coaclusion that
Qoney.eitﬁer is not an important motivator, Still other
researchers have proceeded with little apprrent recognition
of the fact that money is often Jjust one of many motives
that interact in a complex way te produce za given behaviour,
He concluded that if money had the same we:aing to everyone,
it would be easy to draw generazlizations abédt it,

However, because of money different symbolic memings and

its almost unlimited potential as a medjum of exchange,



the conditions under which money motivates vary great1y5,
To this effect William and Hubber states that money is

a symbol that represents different things to different
people, They represents the vieﬁs of other writers who
say thét up to a certain point money can motivate. But
othér times there are certain things in lifé that money
garnot purchgge. To put it in Gellerman's words, "the
important thing is that money derive its compelling power
to motivate most people some of the time, and some people
all of the time, from the fact that it has no intrinsic
value of its own,

Gellerman7 in ancther write up explained that money
can motivate, that is it can influence action and
encourage extra effort, extra creativity or any other
kind of nqn-routine'perfoamveu; But it can do this only
when the increment of earning or net gain for the employee
is large enough. Opsahl and Dunnette8 felt that there
is need to 1nvestigate the relaticonship between the
amount of money and the amount of behavior money motivates,
Is there some point beyond which Increascc in compensation
are no longer related to increases in relevant behaviour?
That is, do humans show the same negatively accelerated
relation between amount of reward and number of responses
that lower organisms display? or do increases in money

"Whet appetite" and lead to behaviour that follows some
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exponential or positively accelerated functions? They
states that if we are to effectively manim™mlate financial
rewards more information ig needed about Iow they
functions.

Contributing to the write-up on the »ole of money
as a motivator, Charles Handyg clagsificd them into three
different aspects:—

Firstly, he looked at money as all c.uracing. Money
here is seen as instrumental in the satistaction of
other needs of man, such as hunger or seil-actualization.
But he cautioned that the extent of the trnth of this
position wvaries between individuals and cultures. Can
money act as an incentive for the "highe. order" needs?
The investigation of this question requires not only the
digscovery of the motives for which moner hag instrumental
value but also the extent to which mone; «¢in serve to
fulfill or satisfy these needs.

Secondly, he viewed money as the ba.” 3 for comparison.
This he said is becausSe woney acouapainic. .uerease in
status, responsibility, security ete and *wus it is the
factor that is usually measured and talks. about. This

geems to answer the question of +o what evient mondy can

be a primery way of dispensing feelings ¢f achievement,
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competence, power and the like? ITan other word; what nceds

are currently served by money, and what needs, not now
perceived as associated with monev. may it be called

upon to serve?

Thirdly, money is viewed as reinfoucoment, To this
effect, research findings from animals shows that
reinferncement of desired object at reguler intervals .

have 1ittle impoet on motivation.

Widegpread interest in financial rivards as a motiva-
tional tool for spurring production can o linked to
the work of classical theoriest like Adam Smith, In his
gtudies of the role of wages in pProductivity from an
economic polnt of view1o, he appears to he aware of the
possible aeffects of many intrinsic and exirinsic factors
the worker's job may have on his motivation to supply
effort. However, he ranked the level of wages as the
most important variable affecting this rhonomenon,
In his view, where the laovel of woges is high and
generous workers would be willing 4o overlook any
disadvantageoug characteristics of thelr level of work.
He seema to believe that no sacrifics s too great for
workers to make in order to schievz a high level of
wages, He further argues thot warkersg when thoy ors
liberally paid by the inieoe rate sve vor; apt to over
work themselves and to ruin thoity hezelin .ud constitution
in a few years -~ ~ — the decire for grcaler gain
frequently prompted +them to over work Liemsclves and to

hurt their health by excessive worl.
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Taylor in his work /the principle of Seientific

nil

Management appeared to have pick the gaunlet from

Smith work. Taylor observed an enegetic steel worker

who after putting in a 12-hour day of lifting pigs of

iron would run 12 miles up a mountain side to work on his
Cabin. If this excess energy could be used to ptoduce
more on the job,thought Taylor, higher profits from lower
fixed c¢osts could be uscd to pay the worker ﬂignificantiy

more for his increased efforts, Such was the beginning
of scientific management which is based essentially on
the assumption that workers will put forth extra effort
on the Jjob to maximize their economic gains. His work
was published in 1911 where he prescribes some of his
principles which are meant to guide management to attain

a high level of productivity, He puts it thus:-

(a) Each worker should have a large, clearly defined
daily task.

(b) Standard conditions are needed to ensure the task
is more easily accomplished,

{c) High payment to be made for successful completion
of tasks, Workers should suffer loss when they
failed to meet the standards laid down.

Taylor explained that the best way to motivate
employee was to pay them using a piece rate system (and

also tie their rewards directly to their output).
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Jobs should alsu be redesigy:d into simple, uncomplicated
tasks so that the average worker could maximise their
output,

According to Osuagwuiﬁ, by some criteria Taylur was
dramatically successful, His principle baceme a guiding
principles in pay practices until the late 1920s (in the
develuped countries) when the human relations movement
in industrial psychology was unshered in with the
Western Electric Studies dirrcted by Elton Mayo,

Taylor was concerned te secure maximum cutput for minimum
cost and he achieved it, There were increases in wages,
reduction in the number of workers for a target cutput,
considerable financial saving for the company. However,
critics of scientific mansgement have it that, the
scientific management apnroach fails to »ecognise that
incentive systems have many side ~ffects which may not
lead te¢ expected increases in productivity. This

approach they say, fail to recognise that extrinsic
rewards are not highly important to everyone, and thus not

everyone will be
[/ motivated by extrinsic reward systems. According to

13

Lawler the Scientific management approach has proved
to be inadequate because it ignores important individual

and situaticnal differences, It relies only on extrinsic

rewards, even though these are effective motivator only



for those people who value them and only in certain

situation,

More recently, the argument has been that organiza-
tions should not use financial rewards to motivate.1h
Herbert Meyer argues that organizations should not try
to iricrease the potential valence of money because doing
so destroys more powerful and useful motives such as
intrinsic work metivation and the recognition that flows
from promotion. DMeyer supports his position by citing
the laboratory research of cdward Deci, who appeared to
conclude that employees can not achieve intrinsic mgtivation
{(a person is intrinsically motivated if he or she does
a Jjob to feel competent and self determining) and
extrinsic (pay) motivated a®t the same time, There is
research to support Ds-ciqs. In effect Meyer and those
opposed to the use of pay as motivators argue that other
motivations are more ¥unctional feor employees and
enterprises, Therefore they support a standardized
pay system with no incentive pay elements.'

However, Okpara16 exraminirz the roles ~oney plays In
motivating Nigerian Workers, was of a different view than
those stated above, He argues this way, that even though

the rale of money as a primary motivator in our culture

has not been systematically documented, it is apparent
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that the acquisition of wealth is a form of self-
actualisation for most Nigerian workers and many others
in the developing countries. For those workers money
can serve to satisfy some of the egoistic needs as it
has become a status symbol indicating a culmination of
cther successes in life, He said that it is cbvious
that no amount of money can ever be toco much for a
Nigerian worker, so also his counterparts in other
developing countries, This is becauvse in most of our
cities workers are seen buying water with a salary that
has no provision for water allowance, Alsc it was only
recently that the provision for transport allowance was
made, Hitherto, transport to and from work was paid from
workers?! yearly income or salary. He also looked at our
cultural setting and concluded that with the extended
family linkages and responsibilities that no amount eof
money will ever be sufficient for the Nigerian workers,

Financial rewards are intimately related to motiva-
tion when we view them as incentives, Incentives are
the inducements placed along the course of on-going
éctivities that keep the activities direcfed towards one
goal rather than another, In a sense, incentives are
what the employee gets from his employing organization

for being a productive member, Financial rewards is an

dominant factor in mctivation,
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2.2 Yfinancial Rewards and kuployce Performance

Many enployers seek to be productive and have a
motivated workforce., Total compensation can help produce
a motivated workforce by tvii,. financial rewards to
performance, This section will r«view literatures on
Financial rewards as both a conteant and a process of
employee performance,

Schuler17 revealed that, the primary aspect of
total cempensation relating rozt ~'osely with motivating
employees for desired behaviours 1s referred to as
performance based pay, To differeatiate the two major
types of performance based pay systems or plans, the
extent of the relationship between pay and performance
and the measure of performance are usedq The two major
types of performaice basgsed pay s;scems are incentive pay
plans and merit pay plans,

Schuler defined the merit plais as methods of
financial compensation generally 1elated to subjectively
evaluated performance that ropresent only a small

-

percentage increament on evp.ayarts dirzcl comuc.sations
And the incentive pey plans as meinods of financial and
non financial compensation generally related to direct

indexes (e,g, outcom:s) of performsrce for the individual

group or orgmlzation mad genarally represent a substantisl

proportion of an individual dircct compensotion,
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Traditionally, incentive pay plans have used only
money as a reward, But more recently, such non financial
rewards as praise, participation and feedback are also
tied to performance.18 According to Schuler although
many people are rewérded by performance based pay, it 1s
primarily wnder merit pay plans, Consequently, much of
the total compensation people receive is nut related tu
performance but rather to the results of the Job
evaiuation and steps in rate ranges.19 Agreeing with
Schuler, Donnelly et al”C wrote in their book that in
most cases research findings suggest that many organiza-
tions do not do a very good Job in relating pay to
performance, This conclusion applies to both managers
and non managers. It is surpriging. that in the
managerial ranks, where no union exist, pay 1s not related
to performance, This may mean that pay is not a very
powerful motivator or that money is being wasted in hopes
that it will motivate better managerian performance,

Describing the purpeose and importance of performance
based pay systems, Schuler quoting from industry week
of May kL, 1981, wrote, "Money can be extremely powerful
motivator of pérformance.“ Pecple who question the
motivational value of money, says TPF/C's Mr. Crystal

tend to be mostly in academia or the news media, They
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have a much lower greed content than cxocutives in
industry and are motivated by other things. And that's
good, because if they measure their success by the monszy

they mnke, thoy would probably kill 1:hc.-rnsir:l‘vo:a..21

He
continued by saying that studies of performance based pay
systeom (especinlly ircentive plans can inprove performance
on an average of almest 30 percent over non poiyformonce -
based pay pinns. Group incentive plans can inercasc
performance 15 to 20 percent. These figurcs are impressive
given that other personncl and hunnn rosource managemoent
progremsg  such as goal gsetting, porticipation plans ond
job enrichment hove less if on inpaet on performance.

That is te say thnt, although goal sctting and Jjob
enrichment progr-ns are ways to increase enployce
perfornance, incentive conpcnsation appears to be able

to produce large inerceascs in cmployce perfernance.

To Opsahl and I)L'Ln:i(;-tizu22 iselnting the specific
cffeots of wage incontives on job performance is a fairly
knotty prouccss in part beesuse, the installaticu ¢f such
a system somctines is nceompaniced by other chonges. On
the basis of indienticns fron various sources, they
concluded thnt there is considerable svidence thot the

ingtallaticn of wage incentive plons usually results in
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groater output per hour, lower uuit ecsts, ~nd higher
woges, as contragted with ocuteoncs nssocinted with
straight +¢ime pagynent systems, But they echo the point
nade acbrve that other aceompnnying chonges nakes it
difficult te filter out the exclusive effects of incentive
gystens ns such,

23

Vroon *"1lae concludes that the cevidence gencrally
supports the assunpticn that workers tend to perform nere
cffoetively it their wagoes are reanted to perfomnnee,

as they arc in ineontive systois. (But at the sane tine
he enlls the attention to the cccigionnl situaticns in
which such plang howe the boonmerans effceets of encourcging
restriction at output. In reflecting on the gencral
pattern of the effcets of woge ineentive plons, Vroon
points out thnt thesc cffiets arc consistent with and
hence sunport his theory of work notivaticrn which will

be discuaocd 1~tcr in this chapter.,

Bvidcnee obout the releticnship betwoeen Fintneinl
rewards nnd ~etual job performarce is vory sparse, °nd
what bits 2nd picces of dnta are nvilablec tend to be
peripheral rather thon dircet. IFor exanple, Schuster 2nd
Clnrk24 repert that the results of o survey of 574

profescicnnl orploye.s in one compnny whe were asked
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tc indicatc their perecptions oi their own annuecl salary
srowth rate comparced to their pecrs. These eumparisons
worc expressed on ~ senle ranging i‘rm' "glow" or “fagt¥,
Beecause the respondonts had been rated by their own
gupervisors in terns of their perfornance,; it wao vessiblo
¢ relate their responses tc their rated porferr ince
levels. The reeults imdicnbes r~ithor elinvly thes in
th~t conmpany, perception of Tinanci 1 rovirds was relatoed
to level of performonce. This wciiticuship night be 2
bit suspeet on the grounds that svperviscrs pay have had
@n influcnce in grainting pay rniscs to thusce te whom thoey
had givon highuy ratings, whother justificd or not,
Apart frcm this possibly contamintting influence,; this
relntionship dees hewover, raisc the chicken—-and--egg
conundrun ~heut pessible cause oné ¢ffcet. The
investigrtors peint ont that they were unctle %o
determine from their findings which wag. the enusal e
variable: do individnnalg who nxr¢ iated best by their
supurviser reecive hipher salary ) owels B annar ~f thesp
rerfornnnec? or do superviser robe the higher prid
individunls hicher ud justify thoeln ceurz-;;r.'b aainry levels?
Onc wwuld hope thewt the Tirst 27 dhese wonld be ¢l auosu

Tt the truth, inngmich as 1t 15 coasistent with L. noticn
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of reward for perfermance, but there is ns yet nce over-
whelning evidenee thoat thisg is the case,

Looking buck home at o Nigerian c¢nsc, Peter Kilby25
in 1961, published o paper con the deterninents of cnployes
perfernance in Nigeria Kilby on the basis of o comparative
study of five rubber precessing firmms and a histericeal
study of on: il padn plant-ticn, ccneludced that
achicveble performanco capacity of proficicney of Nigerian
enployces wns not the linitationnl faetcr on 1nbeur
productivity. Rather a number of pngenent functicons
which includes adequate finaneinl rewards anceng cothoers
appear to hhve buen the key facter inhibiting higher
cnpleyce perfernance. Thus if workers dcsire for ncore
poy is nrt satisfied, the conscquenees ameng others
could be reduced pcrfcrznﬁ.ncc,z6

However, situntions abcund as exprossecd by
1“z1t3h:i\n.ﬂ.?'T where denands for better fintneinl rowards are
net ond job perfermance still rennain low below overage,
nor~le is atill low, ~nd efficiency virtually nil,

This enn bc¢ cxplained this way, that cven though inprove-
rnert in finaneinl rewards can contributc to inprovericnt
in onployce performnonee, it is one out of mony other

varithles that centrikutes te Jeb Perfornainccoe.
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Perforn~nce is n function of skill, nbility, knowludge,
will financial rewards and situntional 2-ctors. An
organization nay have . well paid enployces yet predueti-
vity nay £211 below expectation. The nigsing foctors are
lack of adequate skills ~nd khowledge, cquipnents,
notivation ete,

- 476769

2.3 Horzberg's Two Pactor Theery of Metivation,

There are several thecorics that hove been develoeped
in conmncetion to motivation nnd they nrce divided into
two:= content theorics nnd precess theories.

Content theerics are rore or less cencern with the
interncl and externtl causes of bhehnviour. They focus on
what notivates cnployecs teo work h-rder ~nd beconc nere
productives A key questicn with content theorics of
motivation is whether noney can Le uscd to induce enployec
to provide 2dditionnl coffort, Exaples of content
theoricg of notivation include Maslow's Hicrarchy of
Neceds Theory, Herzberg's Two Facter Theory, ond Meelol-
land's N'=Achicvencnt Thoory.

Process.thoorius of acetivation foecus «n how
enployees becane motivated to werk, Twe inportant types

of procecss theery are cquity theory cnd instruncntaliily

expectaney theory.
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Herzberg's two factor theory of motivation is a

content theory advancced by Prederizlk Herzberg in 1959,

He

on

on

based his thecory on 2 study of nced satisfaciions and

the reported motivational eifects of ihcse satisfactions

~

£
200 engineers and aceountants.” = In tho study

Herzberg and his asvoeciates askoed the subjretn to think

of

times when they feolt cspecially bad abovit thuir jobs.

Pach employse was then asked $o describe the conditions

that led *to Uhese particular Ifeciings, 4« was found

that the employees named diffcrens kKindeg of conditions

ag

cauges of each of the feelings., It was based on this

29

gtudy Hcerzberg reached the following two conclusiona 7

(1)

that somce conditions of a job orpcrate primarily to
dissatisfy cmployeces when they are avt prescent.
However, the prescnce of these conditions docg not
build strong motivation. Berzhorg <alled theac
nagintenance faetors, since thoy arc noecessary to
maintain a reasonsble luvel of satisfaction, He zls0

noted that many of thede ofton haive hean percaived by

1

“managers ag factors that can covivate suvordinates, butb

that thoy ave infaet wore pobert aou L2ssatisficrs
wvhen thay ~rve abscenv. He listzd ben acintenance

faotorsg 2z Ffollows:«~

- ATRTNN
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i)
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Pay or Salary increase,

Company Policy and administration,
Technical Supervision.

Interpersonal rclations with supervisor,
Interpersonzl relations with Peers.
Interpersonal relxtions with subordinates
Job Security

Porgonal life

Work conditions

Status,

(2) that some job conditions build high levels of

motivation and Job satisfoetion., Howewver, 1f these

conditions are not pregent, they do not prove highly

dissatisfying. Herzberg described six of these

factors as motivationazl factors or satisficrs:=

2)
b)
c)
d)
2)
£)

LAchicvement

Recognition

Advancement

The work itself

The possibility of pcrsonal growth

Respongibility.

The moiivational factors are jop cunicred, that is

they relate dirvetly to the job itself, the individual

performance, the job's responsibilities and the growth

and recognition obtained from it. Moinlen .nee factors
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are peripheral to the job itself and more related to the
oxtornal environmont to vork, ‘mother impertant finding
of the study is th7t when cmployees are highly motivoved,
they have a high toleranco for dissatisfaction arising
from the peripheral. factors. However, the reverse is
not trave

Buing morc specific ou pay, Helzbey pogvuaiivd
that money is a so-called "iaintenince/Eygione factor”
serving s 2 ptitential dissatisfier if it is not present
in appropriatc amcunts, but not as a potential satisficr
or positive motivator. According to him, improvements
in salary may only rcmove impedimcents to job satisfaction
but do not actually gencrate job satisfaction. The main
voluc of meonsy accsrdisg to hdng is that it leads to hoth
the avoidance of 2conomic deprivetion nnd the avoidonce
of feelings of being treated unfoirly. Thus, its
hygienic role ig one of avoiding pain and dissatisfaction
("disease") but not one ol promohing heightened motivation
{"health'), herzberg suggestod buant salary may be verewea
ag a Vdisgatisiier® also because its inpaeck on favourable
job feolings wag loag~term extonding over poriods of

governl rionthis.
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According to Donnelly etnl”® the distinction between

motivational ond maintenance/Hygiene Factors is similar
to what psychologists have described as intrinsic and
extringic motivators. Intrinsic motivators are part of
the job and occur when the employee perform the work.
Bxtrinsic motivators are external rewards that have meaning
or value after performing the work or ~way from the work
placas They provide little, if any satisfaction when
the work is being performed. Finnneinl rewards of courge
is a good exnmple of what Herzberg classifies as o
maintenance factor and what some psychologists cnll an
extrinsic motivator,

Hoerzberg's theory deemphasizea the importance of
financial rewards as motivators, According to Herzboerg,
many employers wagte their precious time trying to .
motivate employees by improving the maintenance factors
which do not motivate. Monetury systems can at best
produce occupational or industrial harmony but have little
putentinl for motivating higher levels of production.

Herzbers's two factor theory has been wvaluable in
avimulating rescoarch and concern for making work itscli
morc rewarding., He has drawn atfention to critieal

importance of job—centered factors in work motivation



previoualy given little aticntion by behavioural
scientists. This insight bas resulted in an increasca
interest in job enrichment, an effort to restructure Jobs
to increase worker satisfactions,

Critics however argue that Herzberg's inference
concerning difforcnces belween digsatisfiers and motivisory
cannot be completely necepted and that the differences
betweon stated sources of satisfrction nnd dissntisioc-
tion in hig study may have becn the result of defensive
preocesges within those regponding. Critics point out thot
people are apt to attribute the causes of satiasfaction
to their own nchicvements, but more likely to attribute
their dissatisfaction to obetacles presented by compnny
policies or superiors thon to their own dufcncius.31

Other critiecs believe that the two factor theory is
an oversimpliceation of thce true rclationship betweens
motivation nnd dissatisfaction, as well as batween the s
gources of job gutiaf.iction ond dissntisfnetion, After a
thorough critigquc of the published study, Compbell ap
hig associates hind this to say, thiat on the basis of tho
detn, Horzberg thcory hns gencroted, it scoms to bue wn
oversimplication. Repented annlytice studics of job

attitudes have Tedled to demonstrotce the oxistence of
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two independent factors corresponding to motivators and
hygicnna/mnintonﬁnoo.sz Reviews of aseveral othur studiup
aldo show that one fretor can cauvsc Job satisfaction for
one pergson ~nd job diesatisfaction for another.

Both rescarch nnd legieo indiente that controry to
Horgberg's theory, the fretors he studicd ns maintenonce
factor, especially finrneial rowards do wnoergize, smat-i»

or dircet comploycos offort.33

2.4 Yroom's Expecharey Theory of Motivation,

The expectnney thcecory of work motivation has its
roota in the cognitive conccpts of ploncering psychologists
Kurt Lewin nnd Edward Tolmen and in the choice behaviour
of utility concceptas from clagsical economic theory.
However, the firast to formulate an expeetoncy theory
dircctly ~dmed ~t work motivation was Victor Vroom in
1964 .24

In contrast to Herzberg's two factor theory, the
oxpcetancy theory of motivation is recaosa thonws
Vroom attacked Heorzberg's two foctor thecry s béing tco
deopondent on the content and centext of his rescarch
subjccts. Vreem proposed his expectancy theory 28 nn

alternative to the contunt models, which he felt werc
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inndeguate expl nntions to the complex process of work .
motivation, The expeet~ney theery of motivation o
presented by Vreom views motivation ng a2 procegss governing
choices,

The primary varisbles of Vroom's cxpoctnney thcory
of motivation ~re valence, instrumentelity ~nd cxpect-ncy.
Beenuse the theory foeusces on these three variables, it
is somctimes called VIE theory ond sometimes the product
of these threc variables is called wotivationnl forec.

The basic assumption is thnt the choicesg mhde by n person
among nlternative coursecs of netion are lawfully related
te psycholegieal events occurings contempornncously with
the bohoviour.>? The theory is thus obviously aimed ~t
explaining behnaviours of interest tc org-nizations.

The theory is frequently referred to rng a cognitive
one in that it cmphnasizes the importsnce of the -bility
to think in determining veluntary activity. All teld, onc
must consider the three primary variables of this thceory
in order to understond the process of motivation.

By Vnlcnee, Vroem meana the strength of an individunl's
prefercnee for o particulnyr outeanz, QLhoi btemas Lt
mizht be nged include value, incentive, attitude and

expected utility. In order for valinee te Lie positive,
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the porson must profer attaining the outecme to not attodir -
ing it. A wvnlence of zero occurg when the individunl
prefera not attaining the outcome to attaining it.

The second varinble hns te do with individunl's
beliefs ~bout the conncetion or linkage bhetween some
qcti%ity ~nd an outcome, It is the probability thot a
particular performance level will l.~d tc a speecific
outcome. Perceived probnbilitics that link the two typcs
of outcon:g are cnlled instrument-litice beeausce the
firgt lewel outcomes (such 2s high sales) are instrumental
in obbaining the second level outeomes {such 2@ high
comnigsions). Instrumcntaliticss nlso range of coursc,
between Zero mnd onc. In work cnviromment for exomple,
individunls would be cxpected to have instrumentality
perceptions regarding the linkk between performancoe and
potentinl outcomes such ng axlary increcscs. Note thav
there is o potentinlly unique instrumentality pereepti-u
for each cutcome,

Another major vardi-ble in the "woom's mctivabionaT
procegs is expectancy. It pert~ias te the individunals
beliefs ~bout thz conncetion {linknge) between one's
efforts to cngage in on activity nnd the likelihcoc thas

the zetivity will be necomplished. These are ealled
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gXpectancy pQrcoptions,-nnd may Aluo be thought of as
subjective probabilitics. Ixpecv ey wouird bu Zoro 1
a person beliewed that it was impossible ¥o produecc se
50 units o day, it would oqual S0 wne if o person 2ol
cortain that he or she could produce 22 uniss n dayl”.
BExpoetancy theory statos that uetivation o cagn:
in an 2etivity will He high when o individusd's ovreat~
perception regarding that activiyr ig high and whaon
instrupentality poerceptlions Jairwiin vno Gerlvisy G
positively voalent oubeomes are high. Aeenrding o oo

thoory a person's dosire to porforr at any given momens

depends on that persgont's porceptior. of the relative womsh

of porformance as a path tc the stinimment of those gorle,

Thus we would cxpect an ompleyee to be motivated to a

high work perfermance 1f thab cuployes balicved:--

1+« Hizgh perfornnnece was atveiaabil: through efferd
(high coffort-perform:ne: cxpociancy. .

24 High performance would 1 ad tc outconcs (hizgh
performineu-outeome instramcrialities).
B The outenmes wern gencealiy aternetive (positively

valent outconce).

BExpecianey theory sco aigh pawformines ag » medr

20 ~ gonl satisf cction of the o7y, It =lso ¢laimn o

activation i~ -~ ruldivliloeative Twesion of the thav
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variables. This means that higher lcvels of motivation
will result when valconee, ingtrumentelity nnd expeetaney
ara all high than whon thoey are low. The multiplicabi-c
nggumption of the theory ~lsgo implies that if anyone o1
the variables is zere, then the overall level cof
notivation will be zcro. It alsc mnint~ing that thoere
must he dircet link:rzeg hcetwoen netunl porformenna and
pay ond that cmployces who are exhibiting high levels of
performance should reecive high poy 'nd these producing
lege should receive less.

Vroom's Cogritive model of motivation has implicaticnsg
for understanding how moncy functions in affecting
behaviour, According to Vrcom's intcerpretaticon, moncy
acquires valence a8 a result of its perceived instrumoent
lity for obtaining other dcesircd cutecomcs. Also the
theory rucognizes other factors like skills, abilities,
individunl's role perception, opportunitics te perform
onc's job ag determininta of job performancce outside
mnotivation.

The Vrocm's expectriney theory like others discussod
above ig not devoid eof inmmdoeguacices., Fuch ns it ary be
realistic 2ndl consistont with the theory of Managem:nt Br-

.

Ob jeetives, it deoes not attenpt tTo deseribe what the contunt
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of motivation is or what the individual differences =r

are.36 The VWroom theory indicates only the conceptual

deto;minants of motivation and how they are reclated.

It does not provide svecific suggestions on what motivate
organizational members as the Herzberg theory and othcois
like Maslow model have done.

There are 28lso problems of measuring 2nd studying
the main variables in the model, How should preference
be determined? How should expectancy be doturminod.a(
However, there is no doubt as to the theory relevance
in the discussion of motivation and performance in
organizations. Thua, from = theorectical standpoint,
the expectancy thecory scems to help managers appreciate
the complexitices of motivation, but it does not give the
much practical help in solving their motivational

problems.

2.5 'The Porter-Lawler Medel.

Psychologists Lyman ¥, Portcr and Edward. E, Lawler
111 offer a model that attempts to integrate idcas,
variables and relationships prcascnted in othey explana-
tiong of motivation, such as the two factor thecry and

4

expectaney thUOry-)a



worker some satisfoction before he receives the extriaci
revard,

According to Porter and Lawler, a willing desirc
to porform a coertein piece of work can be transformed
into a sense of accomplishment or desire for self
actunlisation., The diagram below illustirates the Port
—~ Lawler model of motiveilen, rorformarce "nd Sosfac-

tion:

An  Tontegrative Motivational Model

. _ B .

1 \L s e e I&\Q

1) RBoward (4) Abilitice, nce {8) Fortep- |
Prui‘er-mmc_-q _and, tr_'u_:;t__ tiom of

| r 1‘».10 rd

|
quity |

Fas

/% Samm—
ntrinsio
rewards

- x s

-

; {3) Motiv 2GLONAL | (6)
Y Intensit Pzrform
A _A,._(y__f.i'._ﬁ'!-“;'ﬁﬁ ~ anec

/
M

— e e ke 6 p— R

(2) Axpectancy (5Y Tolo

| R rere

!
Souren: Adapted 1"1‘."1“ L., 70 .‘:‘J;:.r nne. ®,.¥. Lawicr ITL,
Managerial Attitudeg and Performance, Richerd

i}'-‘j?ﬂy f!")-'f] 'n’(’(}’ '}.f i;:\'-f;’-(-' 3 _l‘-'.'fi_l;- o
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The boxes numbered 1, 2 and 3 illustrate critical
expectancy theory variables. Motivational Intensity
(Box 3) depends on the attractiveness (Box 1) of the
reward and the perception that effort will result in
reward (expectanecy, Box 2).

From the diagram one can see that motivation alone
docs not yield successful performance. Performance of
employce is8 mediated by ability, role perception and
trait. Performance is also affected by the perception
of the reward attached to it by the cmployea,

More important in the Porter-Lawler model is whati
happens after performance. The rowards that folluw and
how these are perccived will determine satisfaction., In
otherwords, the Porter-Lawler model spuggests and this 8
a gignificant turn of cvents from traditional thinking -
that performance leads to satisfaction,

Also from the disgram one can see a feed back loop
between porformance and expectancy and then to motivatien
and back again to performance., This the model said
suggests a learning or a "history" effect.

The notion of rcward cquity (Bux 8) ig affected by
the level of rcewards, type of rewards and the person's

performance, The extent of satisfaction rceecived is
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(e
-

related not onily to the level and typos of rewards buv
whether the rewards nre considered fair.

The fecedback oo comnecting satisfaction and
reward preference racycles the motivational process.
Individuals arc said to weigh what has occurred and
establigh o level of cffort for the futurc,

In practice, this theory may he =more sompleyr th-»
other theories of motivation and aas provid to boe o
difficult way to the gap of acturl management mencedc..
Certainly, it is very difficult tiesk for managomen’
gtart menpuring valucs individual employces atbnch f
the redards thoy have for cach of theom ng implied in 1.l
model for ziequats notivation to occur in orgnnizatic-.s
But it is certainly an adequate portrayal of the syst
of human motivation, ¥While the model may not bz the
final word in motivation thoory, it has identificd sco
of the important variables and relationships boelvcar

Jjob attitudes and performancc,

2,6 Bquity Thoowy of Mork Motivation

Tandty Shoory mov ha T owad s A grasial o s AT

ML

cognitive diasonrrac theory rnd riloted €2 relativ

deprivation and roioraonco group rosamreh and wxelinmg:

(R

theory,
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Porter and Lawler III have worked also as equity
theory and have built that concept into their thinking,
but J. Stacy Adams and othcrs have perhaps gone further
in formulating some of the fundamentals of equity theory.

To review cquit; theory we begin with Adams.4o
He proposes that workers make sociecl comparigons betwicn
thomselves and other people in two arcas: Outcomes whet
workers believe they and others get out of their job.
For examples financial rewards. And inpute < the
contributions they believe they and others make to their
jobs. Inputs may include such contributions ag the amound
of time worked, the amount of effort e¢xpended, the number
8f units produced, or the qualifieations one brings to
the job. It ig important to note that equity theory is
concerned with outcomes und inmta as they are perceivced
by the peoplz involved.

Adems states thot incouitv orista Jor o merson
whencver he perceiwves that the ratio of his outecomcs
Wrewards) to inputs (efforte) and ihe ratic of rthers
(ce—workers) outcomcs to other's inputs arec uncqual.
Ratio refers to input -~ output relaticons, the value of
the ratio is dctermined by the person's perceived .

importance of the facters. He rcfers to inequity ns
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underpayment incquity and noted that it does not come
about only when the person feels cheated. For exomple,
Adems has studied the impacet that perceived overpayment
has an inequity. His findings suggest that workoers prefer
cquitable payment to overpayment. Workers on a picceratc
incentive system who feel overpaid he gaid will reducce
their productivity in crder to restore cquity. More
likely, however, is the case of people who Teel underpaid
(outcome) or overworked (input) in relation o others in
the work place. In the latter case, there would be
motivation to restore cquity in a way that may be
dysfunctionnal from an organizational stand point.41

Pauity is said to exist when an individual perceives
the ratio of his outcome/input to be equel tc Shot of
other persons, and cquitably paid workerg are theorized
to feel satisfiecd.

The following brief summoary statcments can provide
ugeful understanding of, and guidelines for the role that
financial rewards plays according to cquity'thuory42;—
fa Overpnid hourly or sclaried cemployces will inercasc

their contributions by producing morc as 2 neansg of

reducing inequity. There arc mixed findings, but th

better controlled studies show support for this

proposition.
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Over paid piece~rate employee will produce n lower
volume of higher quality work than equitably paid
employces. Thig is strongly supported by the
findings.
Under paid hourly or salariced omployces will producc
lesa to achieve a contribution - reward balance.
These are mixed findings, but at lenst sume
preliminary support exists,.
Underpaid piece-rate employees will produce a high
volume of low=quality output because production of
low quality output .permits increasing rewards

wlthout substantially increasing contributions.

These behaviour predictions in inequitable situations

shown in the Fig. overe-leaf,
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Fig., 2.2

Behaviour Predictions in Inequltable Situations

Mcde of Pay Over Paid Under Paid

Fiece Work Low ocutput High output
High quality Low gquality

Hourly High output Low output

Quality Increases Wuality decreases

Source: E.E. Lawler ITT. Pay and Organizational
Irferctiveneoas, W Oraw~H1I1l New York 1971

1J_pl 92 - 96.

The research conducted by Adsams and other students
of equity theory is quite promising and has received
signigicant laboratory research supprort, but much of it
has been done in none industrial situntions with none work
groups,

One of the major problems with which eqﬁity theory
must cope, therefore is the obvious fact of the large
number of variables, the complexities of their interaction
and the inadequacy of the operational t:iefirftitions.LL'3
We agree with Vroom's conclusion that the complexity of
equity theory makes conclusive teg.s difficult, and thnt
a great deal of theoreticsal snd meihodological refinement

remains to be carried out Lcfore this approach can be

Ly

properly evaluat.d,
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Nonetheless, Adams is to be commended for beginning

the difficult task of trying to work through some of
the complexities related to understanding of how pay and

employees' perceptions of pay affect the way they work

i
on the job.u)

2.7 Robert Dubin and Financial Rewards

The last behavioural scientist whom we consicer La
Robert Dubin whe has some interesting views on motivation
and incentives. Dubin in his workh6 looks at the
organizational setting in which motivation takes place
rather than at the workings of the individual personality
that generate the motivation. Thus if one considers
Porter and Lawler or Vroom as examining the person
internally responding to externalities, Dubin's corfepts
of the external environment in which a particular internsl
motivation ¢an be tapped nicely complements the thinking
of the old and new industrial and organizational psycholo-
gists. He also has notions that point to rewards and
positive reinforcers that can be drawn upon in the work

environment to obtain desired behaviours.
According to Dubin, motivation is buil: into th«
person by society and by organizatiens throush the

processes by which pcople become socialized, Motivation
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is something that moves a person to action and keeps him

in a particular course of action. Motivation thus

starts and maintains behaviours along a prescrived line.
Forceg wlthin the person start and maintain activity.
These could be drives, needs, tension states or
instincts or some combination of these forces, These
mechanisms are studied essentially by psychologlsis wiu
physiologists, Dubin does not study them perse, He
does note that the same activitles can be the regult
of different motivating forces, Likewise, the same
Imotivating force can give rise to widely different
activities, In sum, according to Dubin, internal
motivating'forces start the human being in action and
keep his activity going, but the determinants of
particular action patterns are outside the person,

Incentives for werk provide the visible rewards
{pay) for staying within motivational channels in work
organizations. He sees incentives as inducement -
placed along the course of ongolng activities that keep
the activities directed towards cne goal rather than
towards another,

Dubin believes that ﬁeople behave the way that they

d¢ in work organizgtions because they wecupy a status
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at work (chrry) out rolcs associanted with the stntus) ~nd

!
regpond to ineccentives, i.o. thoy attempt to satisfr en

arouscd motive. He also believe that society and
organizations gugtain snd channcl motivation in a eire 1o
way. And when o person internelizoes o valune, norm, ool
or bechaviour pattern, thise bzecome guidog Toe Tuturo
activity. Internnlization mcansg esacntially putiing aodes
of activities in thought ways "insido" the social peracnha-
1lity. The activitics nd Tthousltways time have th.iz
origins in soecial cxperience such n8 in jobs in work
organizations,

Social expericnce provides the gubstance internalized
by the person, Once internalized, the behaviour patiorns
and thoughtways tecane the motivation2l bases for fat re
behaviour, After they are learned, the soeinl behavioux
patterns and thuugﬁ%nys become the motivational Lascs
for future behaviour, After they are loarncd, the social
behaviour patierns become the person's chosen channels
for initinting, sustaining and complating activitics.
Finnnetal rowards become incentives for staying in
motivational channels, IiMNugenent c2n thus Yzewaed
employces or "motivate thean® te porform in o work cogonizi.-

tion by piving them for desired periormoanco.
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The essentinl contribution of Dubin is of coursec,
that Zhe has pointed out nn orientation to pay planning
and adminigtration that can be viewed in the context of
motivation in industry without probing the psyche of the
individual.

‘While we commend 211 the efforts of the nuthorg of
the literatures we hove so far reviewed, we realised
that motivation theorices can lond to three answer - Yes,
No ot it depends - to the gquzasticn: Dees finaneial
rewards motivate? The second part of the question is
Do effective fintneial rewards systems leads to improve
performance and thug job attrsction, lower turnover and
job retention?

The next chapter is devoted to an cexposition of the
organization's (in this case Nigerian Tobacco Componny)
pergpective of finaneial rewards, It examined the
different types of finnncial rewnrds plons of the
organization, the historienl development of the company
and various ecxternal influcences thot affect the

fingneial roward schemes of the orcanization,
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CE.u'Tan THAS:S

ille ©1uewClalb YSTds OF MGoal as 10 3AC0 SOMI alvY:

In the previcus chapter, an ittempt wae made to
survey relevant literaturss r2lating fin:meial rewurds
to caployee motivation ahd perfocance. 1s8c in probing
for some underetuanding of th2 mannir in which finanei
rewards serve as an incentive to employees in relation
to their work behaviour, several theories were examined.

In this chapter finaneiadl rewarde in FNigerian
Tobacco Zompany are sxamined. To put these rewards in
perspentive, the histerical developm>nt and organizational
structure of Mgerian Tobaceo Tompany are first examined.
Secondly the different finiucial rewards schemes are
analysed, finally the external influcnee on the
organization's finaneial reward system ie examined. Thus
this chiapter consists of three scctions with the followir:
eubhe :dings - -

1) Fistoric:d Tevelopw2nt and the organizaiticnal

structure of Miperinn Tobacce TJompany (NTY)

Zaria
2) The viriou® finuweiil rewards schemes of Nigori
in

fobaceo “omp uly
1) Wiernal influcne2 on the coupainy's finaneial

rewards ayston.



.a.- [NTC) was incopp(}r-_‘atcd s
'0.!"108.!1 Tobacco Jompany (BAT )
(3 became a public company

' .' public in Nigeria some
By

This followed with sellirng

‘at about '510,000.1 The company's present
d up capital is over 25 million and its

4 ¥
i . ,,‘I'@.alt in on the Nigerian Stock ®xchange. The
..‘ \ 5o _ ‘
ompany has grown in strength and in size over the years
; hat its prOfit after tax for the year i‘}:ﬁ.iﬂ{" Tecember

1992 and 1993 stood at N124 y 507,000 and H258, 131,000

P

respectively. A percentage growth of 207.32°.

Nigerian Tobacco Tompany initially had three —

factories at Ibadan (opened in 19 i7), Tortharcourt (opened
in 1956) and Zaria (opened in 1959) Fit on 30th September

1962, the Portharcourt fuctory was clos d down., NTC hae

1ts head office in Tagos and that is its

idministrative
he adguurter. 1t also has over twenty offices and

I1nstallations for s 1168 ing l1e af erovine ovpor tion ail

the country. Its distribution network oHN AYS(
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all the States of the Federation and the company is also

expanding its distribution network to include some countrico

in the West African sub-region,

The Northern Region of Nigerian Tobacce Company, other
wige known as Zaria branch or Zaria was completely modernjzfﬁ
in 1973 and in 1682 a ten million Naira Green Leaf Threshio
Plant (GLT) for processing leaf tobacco was installed., Alsc
in 1983 a modern primary manufacturing unit was installed,
making the Zaria factory one of the most modern manufacturin-
factories in black Africa. The Zaria factory is the head of
production and has a well equipped laboratory, a clinic, =
cafeteria service, a bank and a computer system.

The basic mission of the company is to develop tobacco
business by:

a) Satisfying Customers with an appropriste range of

high gquality products and services;

b) Working with suppliers to continuously improve

standards;

c¢) Nurturing the skills and enthusiam of %emplogees end

striving to meet their expectations;

d) Adequately rewarding stockholderg,

In response to the changing business environment the
company decided in 1993 to adopt the philosophy of Total
Quality Management (TQM). TQM emphasises customer

-

orientation in all activities and functiens
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in the company. 1% also implies the adoption of
continuous produ~nt quality improvement and cue tomer
satisfaction. The company in endevowring te meet
the ever changing needs of the custom2r huas giving
product quality top priority in all its operations
and by initiating a TN awareness programme directed
by the Tagoe Wusinese School. The idea is to School
employees at sll levels to Think Quality and CUSTOMuR
S ATISFACTION, TUSTOMEIR is now redefine to include
the internal customer thauv is colleagues within the
organization who depend on individual tasks being

done well in order to do their own jobs.

This concept of an internal customer relationship
is translated into improved co-operation in the work
place, team epirit ind pride in workmanship. A11
these are iatended to initiate an emergence of better
trained, well motivated and proactive workforce in

the future. 4?3

NTC factories in Zaris and Ibadan 4re well

,aw

equipped to process and mamfacture the following high
s tandard tcbaceco gnd cigarettes desired by confumers--
John PTlayer's Goldleaf, Benson and Hedges special

filter, Tenson and Vedges Tuxury, Menthol, Mars (S % W),

Three Rings PFilter and Three Rings Plain, Txeel and
Gallon. To further harmonize the integration of
people, precesses and production facilities, NTC makes

significant inves tmente every year in wodern cigarette
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making and packing machinery and they now have
the capability to preduce better auality products,

faster and more efficiently.

The company has_ been into tobacco growing
on a commercial scale and for many years now it has
produced 85 percent of ite tobacco locally, importing
only small quantities of special types of tobacco
for blending with Nigerian Tobacco in its top class

international brand- Benscn and Hedgea.3

. The company accords priority also to Feal th

and safety in ite operations. Heulth and safety

commi ttees exist at all levels of the company and
in all locations and have as their cardinal aim in
this aspect to make the compuny a safe and todally
accident free place to work in.

Safety training sessions concentrate on
increasing employee awareness of potentially unsafe
working conditiones and to prcactively seek to
eliminate them whereever they occur. Considerable
importance is attached to gll employeee acquiring
hands-on experience in the use of safety equipment,
A comprehensive safety mamal has been issued to all
employees. Translations into local languages are
avalilable mainly for use by tarmers, fontractors
working for the company in any of ites lo-ations are

issued separate safety instructions and are reguired
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fo enter into an undertaking to observe them at
all times., “h2orve agppropriate, protective clothing
and equipm nt are provided for employees. Also
it is mandatory to use protective equipment in

designated areas in the factories.

There are a total of 1526 staff in the employment
of Nigerian Tobhacee Zompany Zaria as of June 1994.
0f this number, seven hundred and seventy are of
permanent stuff while the rest are either cagual
contractors staff {(ie casuals euwployed by casual
contractors) and seasonal workers, Out of the seven
hundred and seventy permanent employed staff, sixty
are of the managemont level, two hundred and
seventy-eight are of supervisory level and four

hundred and thirty-two are junior staff.

The company has a unique organizational
structure. 1t is8 headed by a Managing Tirector and
directly reporting to him are Directors and Yeads
of Departments of the Legal Secretarial, Production,
Gorporate Affairs, Tersonnel, Markeiting, Turchasing
and Truffie, Teaf and Minance who have equal status
and are all recident in JTagos. Each of the two
plants in Zaria and Ibadan is headed by a branch manager
who reports directly to the Managing Director =t the
headquarter. The two plante aglso have factory managers
who »epdyrt directly tec the production manuger at the

headquarter. Under the branch and factory muanagers
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are functional heads whe report administratively to

the headquarter. The organizational arrangement

of the company ic shown below:
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The Leaf Department, Production Tepartment
and Marketing Tepartment are regarded as the core
departments while the Personnel Tepartment, Finance/

Accounting and others are services department.

The key functions of the five main department

are as follows:»-

Leaf Department:

i) To procure leaf in adequate guality angd
guuntity to sustain production department's
requirement.

ii) To manage the product recipe.
iii) To export leaf.

iv) To subsidies farm inputs for farmers.

Froduction Department:

i) To produce cigarette in the right gquantity
i the right mix at the right time at the
right quality, to wmeet marketing department
requirement.

ii) To render enginsering services to all
department of the company.
iii) Tc maintain the production machines and

minimise wastages.

Marketing Department:

i) To sell the company's product
ii) To maintain and to improve the corporate
products market share through advertising,

8qles promotion andmarket research.
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114 T'rogpect for new products - New RBrand

development.

Accounting Department:

1) Ensure that adequate books and records
are, maintained by the company o that
gececurate financial statements may be

. prepared for both manasement and

s tockholders and ensure that the companyls
records are adequate for the safeguardng
of its assets and for the control of its
re venue aﬁd expenditure. %“xample of
the books are:- shareholdere register,
govermment for tax, Employees staff,
farmere etc, banks, suppliers of goods
and services, stook taking and inventories.

ii) Provide the manaigement of 21l departments
with adequate financial information
to enable them to assess pust performance

and to formulate future policies.

iii) Introduce and maintain accounting systens
g 8Ys
which will prevent loss by fraud or
wastage in any sphere of the company's
activities,
iv) Prepare wmonthly accounts by the earliest
pogsible date and accurately record the

operstions of the company,
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vii)

viii)

o B )

x)

xi)

xii)

704

Bnsure that all the company's assete and interest

are uadequately covered by insurance policies.

Ensure that periodic forecast of the cowmpany's

profitability and eash positioen are drawn up.

Ensure that government legislation affecting
the company's activities is strictly adhered
to and that adeguate returns for taxation and
excise duties are mude to the appropriatve

goverimment departrenis,

Advise on the fin:ncial implications of both
existing and proposed board policiegs and
continucusly consider whether the assets of the

company are being used to full advantage.

Introduce and maintain efficient mechanised and
other systems and keep abreast of modern

accounting and financial techniques and practices.

Yrepare bhalf yearly and annual accounts in the
form required by the prinecipal stockholders and
prepare the anmual report und accounts for
publication to all stockholders:- I'rofit and
loss acfounts, balance sheet, annual reports,
annual general meeting.

Ensure the profitabtility of =all proposed brands
and blends.

Appraise the profitability and feasibilisty of all

major inves tments.
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xiii) Ensure that up-to-date standing instructions
are available to all members of management.
xiv) ZLastly the department is responsihle for the
Salary

preparation of . and other payments as

contrachual obligations and purchases orders.

Personnel T)e;p::xrtmm‘:%: - 4 ?8789

i) Bneure that the staffing of thecompany is
appropriate to the company's objectives

i1) Maintain procedures of recruitment, seleection,
placement, appraisal and compens i:tion which will
ensure the availability of staff in numbers,
skills and abilities suited to the requirement

for each Pob.

iii) Provide facilities for =n advise on induction,
training und development of staff at all levels
in such a4 way a8 teo ensure succession and ehable
individuauls to understand and utilize the full
potential of physical and mental abilities.

This als» includes ensuring the provieion of
conditions in which individuals will respond tc
challenge, variety, interest, achievement,
responsibility and comple teness,

i¥) Arrange for wages /Sal :zrie:, employment contraicis,
working conditicne, asmenities and retirement
benefits.

v) Provides a ranege of services to manapgement and

glso advise manasement on industrial relations
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and help to facilitate coneultation with employees
and where appropriaﬁe undertuke negotiations on

behalf of the company

3.2 TS VARIOUS FIMAGCI AL RBWARIS SCHAMES OF

NIGERT o TOBACZO COLI'ANY ZARI A:

It is probably safe to begin by saying that
no two organizations have exactly the same philosophy
and methods for structuring their compensation
5chumes in an attempt to induce extra effort fromw
employee. Infact compensation specialists have tried
thousands of different combinations of pay and
employee benefits to motivate high ievel of job
performance.

An examination of Nigerian Tobacco Company
various compensation schemee reveals that it deasls
with issues such as the amount the company will pay
its employee relative to other companies (ie the pay
level decision), the manner in which pay within the
company will be determined (ie the pay structure and
job evuluation decisions), the use of incentive
pre grume, the nature of enmployee benefite ind defevrrer
compensation programe and the administration of the
pProgram.

In an interview with the Factory Perconnel lManager
we gathered that RTC depend largely on human rescurce

for output and profit. Tc this, the organization view
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financial rewards offered to his employee as an

investment in human capital rather than zs a cost. And
the dividend reaped from the proper use of this investment
will be & stable and productive workforce, This is in
further emphasise on the company's watch word, which is:=

"PEOPLE ARF QUR MOST IMPORTANT AGSETH,

NTC obviously recognise the fact that motivation and
guality of employee combine with advancement in technology
to achieve expected goals, To the organization, wages
as well as fringe benefits constitute the cost of labour
which can be a very significant proportion of total .
operating costs. NIC have tried even in the face of a
declining receipts to temper very little with its labour
costs. The organization also feels that it is a blunder
for any organization or management to thimk that all is
well with its employees once they are paid their salaries,
Salaries are nct enough to motiivate workers to put in their

best towards the organization's goals, Salaries they

feel must be accompanied by certain "Motivational Factors",

Nigerian Tobacco Comvany claims to pay attrative and
competitive salaries zsnd fringe benefits, In addition te
this hardwork, long service, and dedication on the part of
the employees are recognised and well rewarded. The
company gives an across the board 13th Month salary for
both managenent and workers annually, Also double salary

increments are awarded anrnually to exceptionally good
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employees, average or mcderate porformance attracts
a single increment, while poor performance does not

attract any increasze at the end of the year,

Long service awards are given annually in
coiourful and well covered price-giving ceremonies,
Frizes are awarded in cach and kind and accompanied by
certificates of merit, This is a wey the company
shows his appreciation for long serving employees and
tle minimum years of service to agttract a reward is

10-years and followed Ly every 5 years,

In NTC, salaries are paid to the permanent
employees while to the casual contractors and seasonal
employees wages are paid, The reason for paying
salaries to permanent staff is to provide greater
income security for cmployees (gince emplovees will
not lose pay because of illness, accidents etc), Vil
effect from 1st February 1994, wages in respect of

casitals are as follows:i-

1. Labour:

a) Skilled Labour - 138,00 per working
days,

b) Unskilled Labour - [35.00 per working
days.

¢) Casual Secnritvien -~  #44,00 per working
days

d) Casual Srivers - 910,00 per month

And in Lagos and Abuja - H1600 per month.
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Transport and Lunch Allowances:

a,

T

De

Transport allowance

Casual workers within Lagos and Abuja

Process and Generals (P & Gg)111-1 «H17,00 per
working day

Groups A - [§ -N18,00 per
working day

Senier staff(3535)111-1 -}21,00 per
working day,

A1l casual/security workers in

Lagos and Abuja - ¥17.,00 per working

day.

A1l casual/security workers

outside Lagos (not with casual

contractors) = #14,00 per werking day.,

be

Lunch Allowance
A1l casual/security workers
in Lages and Abujae - ##11,00 per working day.

Security in factory locations = #14,00 per working

day.
Wages for Casual Contractors' Staff
a. Night Watchman - #{1750,00 per month,
b. Other casuals in the f
factories - 750 per month,

They are also entitled to extra duty allowance,

For the permanent staff its conditions of service

includes, the basic pay, shift pay, overtime pay,
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housing allowance, transport allowance, extraduty
allewance, gas and electricity allowance, gardner
and domestic staff allowance (for senrior management
staff), expatriate allowauce (for expatriate staff),
leave allowance, travelling allowance, christmaa and
sallah bonuses, retirement benefit, Tn addition

economic relief are paid te every emnloyece,

Incentive plans for wanayers in varticular takes
the form of zasn bomases Zor ;ocod pelfermance ard
stock options, A slock option is an opportunity
for ¢ nmanager to buy stoecl: of the cowpeny at a
later date hut at a price estarlished when the
option is granted, The idea is that managers will
worlk harder to increase their performance and the
profitability of the company (thus increasing the
price of the coumpany's stock) if they can share in
the profits cver the long run, If tke market price
ef the stock increases overtime, managers can use
their options to buy the stock at & lower price and
to realize financial gain,

In addition to all these financial incentives,
the company also pays baicicular attention to the

welfare of iis staff, lroe mid day meals for those

on morning shifit are orovided and for all during
common hours and free svening dinner far those on

evening shift are previded in Uhic canteens for botl

management and non mevagement stalff who work in the
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factery location, Daily lunch subsidies are paid to

those who work outside the factory. The company also
provide free medical services for all its workers,
either at apvroved hospital or at its clinics situated
in the factory locations, Medical expenses of
employees families are heavily subsidised, Recreational
facilities are also provided in form of club houses.,
There are club houses for staff and management with
facilities stike lawn ternnis, table tennis, and foot

ball,

The company in relating pay to pay levels paid
for comparable jobs in other companies, also consider

other factors @& performance/merit, financial ability

to pay, seniority and cost-of-living adjustments,

The company also determine its pay structure for its
staffs as relating to the different existing jobs in
the company, The following are the new pay siructure

of the company.

J51,~ JS 11, JS 111, JS IV

ss I, S8 11, 8S I1i,

SsF, SSG, SSH,

SS T-2, SST-1

Secretarial Assistant

Group 06, Group 07, Group 08, Group 09, Group 10,

Group 11 = Croup 17.



8.

IS signifies Junior gtaff while SS stand for
genior staff. The junior staff grade 1 - IV where
formerly refered to as P & Gs 1 - IV, The management
staff - are in the secretarial assitant grade and
group 06 - 17, Information on the amount earned by
each grade were not gotten, since they were termed

"confidential®,

NTC's people are viewed as part of one family,
The NTC FAMILY. Thus the communication lines span
BTCs staff and others willi an interest in the business,

The company magezine carries news about staff,

3,3 EXTERNAL INFLUENCE ON THE COMPANY'S FINANCIAL

REVARDS SYSTEM:

A number of factors influence the amount of financial
rewards that workers receceive, Amcng these are external
labonr markets and the firm's demand for labor,
organizational factors, individual abilities and skills,
individual differences in motivation and Jjob performance
and labor union. In this section we will be considering
the individual skills and abilities as it relates to
the organization's financial rewards. Thus we will be
looking at merit as determined by performance appraisal,

training and developm nt and the labor union,
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3.31 Performance Appraisal:

Cne method of assessing Jjob performance is a
system of performance appraisal or evaluation, In
assessing an organization's performance appraisal
system, it requires the examination of several aspects
of the entire system, The following question can
provide an assessem=nt of the specific comnenentss:-

i) What purposes does the orgenization want its

performance appraisal system to serve?

ii) Do the appraisal forms really elicit the
information toserve these purposes? Are these
forms compatible with the Jjobs for which
they are being used) ie are they job related?
Are the forms based upon behaviour or
outcomes that might be included in a critical

incident jicb analysis?

Nigerian Tobacco Commany Zaria uses a formal
appraisal system designed in a questionnaire format,
The questionnaire are normally tailored to specific
jobs as found in the company and so the different jobs
like the P & Gs (process and general), drivers, staffs
on group A =E, field staff of the leaf department,
Zonal/sales remesentatives and senior staff have their
appraisal forms., And specimen of each are shown in the
appendix. The staffs are rated based on their production
units/output as compared to the machine efficiency/

capability they work with, target, turnover/sales,
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cost effectiveness or savings below budget, The
direct supervisors to each employee normally conduct

the appraisal once a year,

Management explained that the use of productivity
and cost effectiveness measures have shown to have
more credibility and are more valid, 7This is because
they are more visible and verifiable than the traditional
supervisor ratings., Also they are more likely to

link financial rewards to job performance,

Concering the purpose of condgbting a performance
appraisal on their employee, The coﬁpany makes use
of the information gotten from the appraisal as input
for evaluation decision and development intentions,
Evaluation decisions includes - Salary increases or
decreases, demotions, lay offs, pepomotions, and
terminations, While development intentions includes;
spotting training needs, motivating employee to
improve, providing feedback, counseling of employees
and spotting performance deficiences, Employees of the
company, both supervisors and subordinates do respond
to the questionnaire designed for thom, As indicated
in the form, the scoring of the employee are in the
ranges of A - E, A for outstanding (5 marks), B for
Above Average (4 marks), C for Average (3 marks),
D for below Average (2 marks) and E for poor (1 marks).
The new emphacsis on performarice appraisal by the company

is on objective appraisal of performance, And thus
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the appraisal system do interact effectively with

the reward system. Payment by results wherever the direct

contribution of an employee is measurable has decided

advantages for preduction, provided the pre-requisites
for its success are observed: effective supervigion

of quantity and quality of output., The measures used
can be influenced by an individualls behaviour and the
persons being evaluated have an opportunity to

participate in ths appraisal processes.

53.3,2 Training and Development:

However automated an enterprise may be, high
performance depends upon the effectiveness of #&he
work force, It ls essential, therefore that they
should have pood initial training for their respective
roles, Perhaps more important, is that the enterprise
should have a well thoughtout and programmed training
and re-training schemes. %The objective should be to
give opportunity to every employee for improvement
end self development to mcet the ever changing
challenges and requirements of new equipment and new
reguirements of production and menagement,

Staff training and development is a major aspect
of the MNigerian Tobacco Company's policy, NTC has
comprehensive training programmes hboth at home and
abroad for its staff and they do commit a lot of fund
into it., It has a training centre at Ibadan where most

grades of staff are trained. The training centre is
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fully equipped with machines and moterinls to ensurc
practical training. Employces arc also sent on courses
organized by professionil bodies ~nd private training
establishment, polytechnics and wuniveraitics, For the
more advanced and specialised training the company's

staff are sent oversca either to B.A.T. group training
centre in England or on attachment to nsscoecinted companies
in other countrics wherce the group operates, Oversen
training is now very limited beeause of the high cost of
obtaining foreign exchange.

Sometimes when new machines 2re purchased, cxperts
from the company of purchasc accompiny the cquipmoent to
NTC factory house to install and carry out necessary
troining required to operate these wmachines, Going hoand
in hand with the formal training is a process of develop~
ment designed to bring out the personal qualitics neces
necessary if a man is to take on inereased rcsponsibility,
nnd extend and utilise his abilitics to the full. The
programme hog ~lso assisted the company in ita Nigeriani-
sation pelicy. Theme is @ scheme under which NTC cxchanges
selected senior ~“nd middle level monagers with their
counterparts in associnted compnics for o tour duty with

the intention of cxvosing the cmployces to improve skills
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and develop in them an internation:l outlook which will
mrke thom more roceptive to now idens and tochniques,

The compony 180 host intermation~l coursces 2t the Traiw.ng
Centre in Ibadan. The courscs arc now frequently

organiscd for NTC staff nd othor BATCO nesocinted
companics in Africa,

Addition:l fTraining ond development offects pay nu
then purformnncce. In her study of Fersonncl Monsgemont
in Wigerinn Pobaceo Comprny Zarin: Receruitment nnd
training, Pcturs;4 found cut that 211 the gampled
cmployee have one time or the ethoer been sent on -~
training progromme, A8 a result the omployees agreed
that this hes helped improve their performance on the
jobs. Consoguently, the have cnjoyed increased job
satisfaction. IDveause of the company attachment of
creat import-nee to training and development. It is

nickname, "Nigerian Troining ConpanyY.

~ 476779

M
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tnother importnt cxternal influconee on the
Company's compengation policy ie the labour union, Unioas

gencrally nare known to be pace settcr in the dem~nds for

Py s benefits and vorking conditionas. The scengitive
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impact of wnges or industrinl relations demands that the
formulation and enforcemont of a fair wage policy should
be o matter of cuntral importince whether at the national,
industrinal, or the enterprise level. Thoe essence of such
a wage policy should be to ¢stablish coherent and accept-
able principles for continuous application in determining
the levels of woges, how these con be changed, on whot
bagig, to what extent and how ofton.

Wage constitutus the kernel of the employment
contract and therefore, the basis element in industriol
relations, Labour Union do make a difference in pay
levels, pay structure and employee benefits, They have
an important impiect on pay structures through their
emphngis on seniority in pay dcecisiona. Most Union
leaders would however de-cmphasize merit and job
performance in determining individual pay increasces
and promotionsg and instcend use soniority to make such
pay dceisions and promotions.,

In the loecal chnpter of NTC Union ~t Zarin, the
officinls claim to hove limited scope of operation dHn
which they con negotiate Managemoent on behnlf of member.
The disgsue of snlary nnd wages arc not incelusive. They

are issuc for the national lovel and theirs is to pass



85.

the information on agrecment reached with minagenent on

such issuoc to their members in Zaria. The Union

operates a closed shop and memborship dues are subtroc-

ted from members payslip.
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CHAFTER  FOUR

ANALYSIS OF QUSSTIONNALRE RESIONSES:

Having examined the Nigerian Tobacce Company perspective
of financial rewards:-- NTZ various financial rewards
schemes and the organigational structure and the external
influences on the organization's financial rewards schemes
in the previous chapter, this chapter is devoted to
presenting and analysing data collected from the survey
ques tionnaires for employees of Nigerian Tobacco Company
Zéria. Keeping close in sight the objective and hypothesis
stated in chapter one of the study. ‘

A1l investigation were conducted at NT7 Zaria. Interview
were conducted by the rezearcher with both management,
supervisors and junior staffs. A sample cuestionnaire size
of 200 were administered :nd 180 were received. Thus our

analysis was based on the 180 respondents.

4.1 YERSONAL CHARACTERISTICS:

4.1.1 Sex, Marital Status and Tumber of dependent:

In our guestionnaire we were interected in examining the
sex distribution of respondents, his or her marital gtatus
and nuober ¢of dependents. This i8 because we assume that the
degrce of impﬁrtdnce attached to financial rewar&s de pends
on such employee's personal characteristices.liikewise, the
extent to which financial rewards motivate employee te work
harder and derive satisfaction from the job are a function of

some of these faetors.
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From the results obtained, 92 percent of
our respondent were males and 8 percent females.

The company being a mamufacturing organization
obviously require highly techmjical skills, which explain
the Wery few number of females, sSsince Nigerian Women

are only just beginning to maike a break through in

the area of science and technelogy. However, from‘
cogple;entary interviews it was gathered from both male
and female respondents that their sexuality has no
significant relevance on the impact of financial rewards
on their motivation and perform:ance.

OConcerning their marital status, about 87 perecent
indicated being married and having five to seven children
in both primary and secondzry echools. About 30 percent
of the married onee have two to five children in the
post secondary €chools., All the respondents living
with then. Frow interview source, majority of the
employees agreed that the amount of financial rewards
they receive not only determines their standard of living
and that of their families, btut to a large extent also
determine their social status. Thus the financial

rewards they receive, provide them with income to live

in their community, They view higher pay as an indicator of

progress, worth and status. And also as equity measures
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telling the company is relative to others and to their

own performance,

4.1.2 Bducation:
TAHLE 4.1

BIUCATION AL ATTAL NN SNT

FACTORS /VARL ABLES FREUENCY PIRCENTAGE

lievel of Fducation

i) University Degree , #7 9.4

ii) Yolytechnic A'rofessional 595 0.6
iii) ececndary/Technical 64 ' 35,6

iv) Primary School - 19.4

v) Illiterate 9 2.0

TO T AL 180 100.0

SOURCE: Burvey by Researcher.

Table 4.1 shows that 95 percent (i - iv) of the
amployees are literate with the highest percentage having
asecondqry/fochnical education ie 35.6 percent. This is

f
followed by those having Polytechnie /T'rofessicunal
»ducation ie 30 6-percent.

The implications of this are numerous. Mirst it

ie clear that greater privileges to income is determined



Blgmificuntly by the lavel of education and L. ones
veoupational position, The higher the degree of
enlishterment the highar the expectationg and aspirations
suach that these ravolfe mostly around what Maslow
desaoribed a8 the higher order necds, $ecohdly, the degree
of lmportance attached to finanecial rewards will depend
on éh'émployee education and circumstances {financial
"SoWdl von -« and detustomsd 1ifestyle). 'THirdly the
F&éé¥69"6}“ﬁeﬁbeﬁ£ion of finaneial Yewards by individual

employee will also be determined by his educational

gualifiecation. Also educational qualification is a
resource useful for goud peffd%mahde.on'tﬁe job . Most
ﬁf the employees interviewed_coﬁm;;ﬁad-;ﬁe.efforts.of~
managemeﬁt over training. Thej said this prbvisicn has
beenféreat source of their educational upliftment,
aceelerated promotion and higher finanzial rewards.

4.%.3 Job Status:

The nex? characteristie of nur respondsuts th 3
were explored at the time of completing the questionnaire

waS their various job statuses and their present ssalary.
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TABLE 4.2

SALARY 5C ILE OF REISITONDENTS

INCOMA Pei ANNUM RuGIONSE FREQIENCY PERCENT IN S AMILE

H1,000- ¥5,000 155 86. 1

5,001~ 10,000 15 ' 8.3
10,000 - above 10 5.6
10T AL SRR - 480 - 100.0

SOURCE: Survey by Researcher.

The above Salary ranges ae Shown in table 4.2

are basic salaries without all the other fringe benefifs
and éllowances that go with the job. The fringe benefits
are almost as high as'hélf.ihé basic salary and ih some
cases even‘higher‘l 0f the 180 rGSpbndents, onlyﬁjo
, ' fall
respondents, that is %.6 percent =ithin the salary
range of between H10,000 and above, while 15 respondents
that is 8.3 percent fall within the salary range of
- bé%ﬁéen ¥5001to ¥10,000. The majority of the respon&éﬁts
i.e 36,1 percent fall within the #1,000 +to Nﬁ,OOO:bracket‘
We followed 9p these responses with interview,.l
on which of the financial rewards scheme will the respon-
dente want increased. From the'répofts it was clear

. that fringe benefits such as transportaition allowance,



housing allowance, leave allowance, christmas
bonus, ete compared with basic pay generally tend to
rank low in the estimation of the employee, 4lthough
they may occassionally generate heat or even storm.
In the survey it was revealed that at least 90
percent of the respondents would rather nave a

20 percent increase in their basic wages or salaries
than fringe benefits equivalent to as much as SO
pe;"cent of such wages.

The reasons we can duduced for this, being that
they see the payment of fringe benefits such as
christmas and sallah bonuses, transport allowance,
leave allowance, housing allowanece etc 25 not contrac-
tual and therefore could not be enforced. Aleo they
are seen as savoeuring mere benevelence on the patkt
of the employer, where 48 infact they dervied like
wages from the effort of the workers. That some of
the payments, particularly bonuses were unreliable and
uncertain and thz worker could not therefore plan his
long-term expectations and commitments on such a source
of income. Retirement bensfits, grataities and other
benefits that seec the 2mployee home at o0ld age are
.alco calculated on basic salaries at retirement and not

on allwances and bonusSes.
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From responses obtained concerning their job
s tatuses, 14 percent were of management staffs, 30
percent of supervisor cadre and 56 percent of them are
of Jjunior staffs. These shows that our guestionnaire
respondent cut across all cadre of staffs of Nigerian
Tobacco Company Zaria. - 476779

It seems that every status gencrates its own
bundle of expectations for the organization. So the
expectations of the mainagement staffs were different from
that of junior staffs The lists of what the management
expects to achieve in their job where unlimited and
ineluded finaneial rewards, Jjob security, challenges,
responsibility and antonomy, comfortable and clean
work :nviromment, prospect for training and development,
opportunity fer procmotion, internal policies of NTC,
the job itself ete. Tor the junior staffs their
expectations in-cludes, financial rewards, job security,
a fair and accommodaiting boss, welfare facilities t;tc.
However, their own list is limited. Therafore, because
of the taste and lifestyle of minagement staffs more
motivational appesals will be reguired to motivate them to
work than the junior sfaff. Also more finaneial rewards

will be requirer« to motivate the genior stiffs.
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The Junior staffs have been limited in their
expectations mainly because of their educational qualifi-
cations, length of service, Jjob status and income level.
This is in suppert of the view of Gellerman (1963) state-
ment of how money function in industry. According to
him, Money in itself has no intrinsic meaning and acquires
significant motivating power only when it comes to
symbolize intangible goals. " lioney acts as a symbol in
different ways for different persons and for the same
rerson at different times.2 Gellerman presented the
interesting notion that money can be interpreted as a

-
projective device - a man's reaction te money "summarizes
his Wwiography to date: his early economic environment,
his c(mpetence, training, the various non-financial
motives he has acquired and his current financial status.
Gellerman's evidence was largely anecdotal, but ngnetheless
rather cenvicing. .

However, the Jjunier staffs expressed that money is
satisfiable and that no amount of financial rewérds given
to them will satisfy all their needs. That even though
they are limited by some factors, they also aims for lower
order needs as well as somée hicher order needs such as
advancement that goes aldng with higher pay and responsibi-

lity. All the respondents complained about the low
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purchasing power of their pay in the face ¢f the

galloping inflation ravaging the Nigeriin ecconomy.
Money is seen 48 serving both lawer order needs 2and
higher order needs as identified by Maslow. ‘Society
valuee individuals in monetary terms and equates status
with money, higher pay provides ego enh’mcnﬁeut,

org nisations administor pay 28 reinforcement for
achievement of goals, piy is perceived @s a reward for
performance and perform inee is perceived as a path to

employee goals. 3

-

To meet these ends, pay of course must serve 48 an
incentive that is perceived as fulfilling all needs of
C’mployéeﬁ. In- thie regard it is obvicus that finineial
rewards ig instrumental for the satisfaetion of needs.
4.2 JOB. ATTRACTION AND RETSENTION:

TABLE 4.3

~

RESPONDENTS LENGTH OF SERVICE

PERIOD RESTONSE FilQUeEncY PERTEANT IN SAMPLE
Less than one year 13 7.2
1 = 5 years 22 12.2
6 - 10 yeurs 70 38.9
ibove 10 yeare 15 41,7
TO T AL 180 100.0

SO0URCE: Survey by Researcher.
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Responding to the question on the length of
service of respondents in NTC, from the table above,
7.2 percent indicated te have worked with NTC for periods
of under one year, 12.2 percent for period of one tu

38.S

five years, percent fur period of 8ix to ten yeare
4.7
and majority that is / percent have been in the
employment of NTZ for pericd of above ten years.
Censidering that 80.6 percent of the regpundents have
worked in NYC for over six years, it can be deduced from
this, that majority of the respondents huve had to grow
with the organization. Also, they have been long enough
in the organisation to have sufficient knowledge and
unders tanding on the different motivation-l appeals of
Nigerian Tobaceco Company. They are therefore aualified
to furnish usg with reliable information concerning the
lmpact of these appeals to their bashaviours to work.

We also asked our respondents whethzr NTC is their
first employer, The result were 25 fullews., Out of the
180 respondents, 110 respondents that is 61.1 percent
answered yes, while the remaining 70 respondent which is
38.9 percent answered NC, ‘/hich mean that the later

group must have worked at other pl ice(s) before Jjoining



the services of NTCt Te this later group, their reasons
for leaving their former employment varies from seeking for
attractive salary or better pay, better working condition,
challenging Jjob, to seeking for organization with better
prospect to promeotion and Jjeb security. However the

sought for better pay, or higher pay and job security

ranked first and second in almost all their list., To

the fifst group who have been working féf the organiiaticn
since they took up employment, the present employment situa-
tion in the country which has not giving recom for Jjob
mobility might have been their reason for remaining in the
company. Moreover, workers trained in tobacco industry

have few organizations to which they can fit in this
country. Presently there are only two cigarrette eompanies
in the country. *This makes the mobility within the’
industry difficult. Alsoc we can conclude that they are
satisfied working for the company,

For those who have Switched over Jjob tu NTC, they
must have brought to their present emplcyment experiences,
skills gained at their previous work places and also other
attitudes and unsatisfied needs as thev listed, which they

expected their present employer/employment a fulfill,



9{1. b

While it is recognised that our respondents have
been in the service of NTC for some period or for some
time, we were particularly interested in knowing the
major factor(s) that attpacted them to taking up employment
with the company, In doing this, we gave our respondents
a list of options from which to make choices or me?tion

Yo

(if any) other possible factors that attracted them to
NTC. For the purpose of analysis we have summarised the

responses according tu the numbepy of times they appear in

the questionnaire in table l.h.
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TABRLE s

OF RESFONDEHTS

N FACTORS

ABLES CUNMULAT TVE PERCENT
RESPONSE TN SAMPLE

RACTORS/VAR 1
FREQUENCY

Prospects of training
Opportunities 50 5.8
prospects of rapid promotion 17C 19.0
Attractive Salary ggructure 176 o 20.7
Epjoyment of the Work 30 3.5
Toe Working Gondition 150 1T 5
The gupervision ho 5.
Job Security 120 1.0
socio cultural and/or
geographical Locgption 70 8,
Nothing in ?articular 2 0.7
others Unemplo ment 1S -,

GUMUL&TiVE SCORE v
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An examination uf_table 4:4 cshows that all our
regpondents ware attracted into the euwployment of
Higerian Tobacos Cowpany on the strength of many pull
Jol factors. Howrevar sowe pull job factors are more
aignificantly bigher than the others  From the table,
attractive galary strotre ranked first «ith 178 ocut of
180 respundents. This is followed by prospect, of rapid
promotion with 170 tallies und next is the working
condition with 150 tallies und job security with 120 talliss.

Tudging from the pattern of responges, it waes obviuvus
that only 4 minority of our respondentd were primarily
attracted by prospecte of training and developmente,
enjoyment of the work, 2upervision, and unemployment,

From the unstructured interview with respondents,
the researcher found that rapid promotion which came second
in ranking, and working condition which ranked a8 thirad
job factor were interpreted to mean inereawe in pay,
be tter financial rewards and wore incentivee;

The significance of finuancial reward® as a major
fictor of attracting vf respondents to employment is
explained by the fact that in the labor market individuals
have certain putentialities, 8kills or other gqualities

that they seek %o "sell" to prospective employer. Inturn,
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the intent of employing organizations is to offer
wages that will attract personnel who can perform the
job that are available. Thus, the proffered wages
are intended to serve a8 an ineetive to acceept
fmploymunt~ From our study, we can conclude that it
did Sfrveithét purpoe2 in Nigerin Tobacco Zompany,
Zaria.
‘ o
Bext in our questionnuires we trvy to explore
whether finaneidl rewards contributes tc respondent
retention in the company. This we did by first asking
respondents whether he is likely to resign and accept
a Jjob eleewhere with better pay. 73 percent of the
res polldent answered Yes, they would leave the company
if offered 2 higher pay elsewhere. The remaining 27
percent of the sumple respondents answered No. TFinuncial
rewards theraofore is regarded 45 a determining fuactor
on remaining on a job. It is €t%ill 4 valued counmodity
in work,
Por the 27 percent who wmswered No, the desire
to move may be more rooted in other factors. Ang for
thie reason we sought from the ouestionnaire to know
whether job adisec atisfaction is rmr‘!‘el-r_i..:_i_;o finainci 119
T8

‘_—..._..___J"..

rewirds. - ‘,._' BRAHIM




TABLE 4.9

RESPONDENTS ASSESSEMENT OF 20MPANY'S MOTIVATION

FACTO RS
MOTIVATION ITEM FOR ADEQU ATE/ INADIQUATE/ NO OFPINION
ASSESDMENT SUITABLE UNSULTABLE
Job Scecurity 52 45 3
Finaneial rewards 16 84 =
Provision of working
Facilities 72 28 -
"ol fare Prowvision 20 80 -
The Job itself 45 48 T
Avenue for recognition 28 12 -
Advancement 15 85 : -~
NTC administrative polices
and leadership style 45 55 -
Interpersonal relations
with peers 40 o7 3
Working relations with
subordinates 63 37 =
Soecio ecultural envirenment 30 65 5
Internal pelitics of NTC 51 47 2
CUMULATIVE SCORE 477 TOR s

SOURCE: Survey by Reseaircher.

Prom table 4.5, we observed that 1 cumulative score

of 703 demos trates that our respondents strongly rzreceives
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%l
the company's mbtivation appeals to be inadequate.

The greatest inadequacy was reported in the area of
Advancement with 8% percent resentmlent, followed by
financial rewmed with 84 pereent, welfare provisions
with 80.#erecent and avemue for recoghition with 72
percent résentment.

Despite these inaderuagles, respondonts s$ill
rcpoftad aaite elearly that there axe motivational
appeals that they are s.tisfied with. They expressed
strong feeling with provision of workitg faicilities,
represented by 72 percent, followed by working rel::tion
with subordinates and internal politics with 63 percent
and 51 percent respondents regpectively.

Generally, we oMserve that financinal rewards
some times: causes dissatisfnetion znd sopetimss motivates
depending-on the individual and the situation. This go:s
to protray the flaws in éerzberg two factor theory.
Since finzincial rewards can not be sesn as only, 28

12 hygiene factor, but adso as 2 motivator. Also

W

dissatisfaiction «ith finineial rewirds has 3 greater
impact 9n employea tusnover, Hence the deeire to more
maiy be more rootsed in job dissatisfaction r4ather than

-

in the availability of 2 more lucrative Jjob elsewhere
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This however does not deny the fact that finineial
rewyrds contributed in attraction and retention of
respondents With the foregoing anilysis, the firsyt
hypo thesis thit employeces ire attracted, retiin and
motivated in the ovrganization mainly becwse of the
finmneial rewards systm can be fully acccepted

4.3 IMIOUTANCE CF FIRGNCL Q. oEVARDS ¢

Having been attracted to join the company and
8tny there for long our next cone2rn wis to explore the
infiuence of the finincial rewirds on employees motivation
and performance. Different employees attach varying
degrees of importance to finaneial rewards and have
different preferences regarding the amount of pay they
receive,

“e a8ked our respcndents to rank some job

factors in order of importance The eummary of our

resulte is presented in the table below:
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TABLE 4.4

RESPONDENTS RANKING OF THE COMPANY'S MOTIVATION

FACTORS
JOB 03DER RANK JOB RACTOR PERCENT IN 5 AMPLE
1 Financial Rewards 68
2 Job secourity 62
3 Advancement 75
4 Fringe lenefits 73
5 Training & developuent T
6 Working Cundition 67
7 Respunsibility 65
ol The Organization 63
9 Toeality 59
10 Challenge 53
11 Supervisor 51
12 Schedule 42

SUURCE: OSurvey by Rese wrcher.

rem the tuble above finweial rewirds was ranked
firet with 88 percent, FPollowed by Job sceurity with
82 percent in order of importunce on the liet of twelv:
job factors or morale ficters. The survey ilso found

cut that Tinuneial rewards is prank=d a5 the most import.nt

At
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job factors among both the Junior and muanagement
s taffs. Thus the result further strengthens the case
that financial rewards is an important motivating
factor in work. The conegistency of the results shows
it to be a very s$rong factor whigh is not 2asy to
influence by othey factors.

It seoms obvious that employce® must regard
money a8 slightly desirable commodity before any
inereased amount of it will motivate them, Finantial rewards
have more incentive value than job security, advancement,
training and development,
challenge and responsibility. Fowever from our
observation w2 realiscd that the importance of finaneial
rewarde vary among reepondents depending on variables
such as income level, fapily situation, educational
level and other socio-economic factors This we hagd
di¢cussed in detail in our earlicr inalysis in this
chapter.

4.4 YERCEITION OF FLENCI L “8WARTS A8 IT SWLATIS
T0_PERPORM.ANCE:

About 8% percent of the respondents indic:ted that
more finanecial revards will certainly m ke them perform
their tasks more efficiently. They reported that an

increase in finaineial rewards will whet their appetite
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and l2ad them to behuviour that follows some exponential
or positively accelerated function. From interview
source, a rouple of examples were given. ™crkers
gspecizlly during sallah and christmas season work very
hard putting extra hours to earn morc overtime pay

in order to buy few extra present for the celeoration.
Also bzcause the cowmpany compensite for hardwork
espeetially during the long service awards employee try
to work cxtra hard se a8 to b2 rated higher to get a
large raise, Thus the larger raise motivate them to
put out. There is therefore a positively accelerated
relation between the amount of financial rewards received
and a number of responses employee display.

Another important facter is that cmployee work
because they expect t5 get something out of it. They
are likely to choose to work for eompany A. instead of
NTC or company C because they feel company A has a better
pay off for them. “hatever insontives are perceived
as important to the person may form the basis for his
preferanze for his employer rather than another. There-

fore incentives are importaint in kceping memb2rs in a
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work eorganization ag well as keeping them productive
while working;

Respondentsclaimed that thgy seek to maximize the
amount of the financial rewards they receive, the
fairness of the rewards and their agceptance by the
group in which they work. However, they are detterred
by some facters as low individual m&tivation, fear of
unfavourable pressure from fellow e;ployees or the
belief that management will raise férformance standards
if employees are pverly successful at earning extra
financial rewardd, They found themselves in conflict.
They now have a new and simple path to mowe money (whigh
they want), but the path takes them away from scme other
things they also want.

An employee plugging away at his machine is usually
pot alone. He is in a social environment. His activity
has some effects on otheq-pQOple around him, And he l1s,
iny & different way as dependent on these other people as
hp;is on his supervisor. He does net shed his group
rembership when he goes on more financial rewards. So
the direct incentive path te financial rewards, though
desirable may be:partly blocked by the counter influence

of other members - members who out of "obstinacy" or

"irrationality" do not trust or like the incentive rate,
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It is no casy task for any of us to put up with the label

& "rate-buster" or in other ways to bear the sanciions
~of the group we nced to live with,

Nqn managerial respondents from the results colleted
arc less favourably disposcd toward verformance pay plans
than those in managerial position. This may not be far
from the fact that the l1ater arc more cdventionally
qualified and thus more equipped in handling new technology
and skills than the junior staffa., Employce acceptonce
and trust appear to be crucinl factors in determining

the success of incentive phy plan that links quality job

performance or high productivity to high finaneial rewards,
High performance requires much more than employce

hétithion, employce ability, adequate equipment, good

physiecal working conditions, effeetive leadership 2nd

management , omployce health ond other conditiong all help

roise enploycce performance levels. But employce motiva-~
tion to work harder and bettor can be an important factor,

The 1ast hypothesis states that, cmployces motiva-
tion and performnnce are influenced by Fintncinl rowards,
With the foregoinz nnalysis, this_chqptgr hyprothesis

should be accepted.
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CHAPTER FIVE 1.

CORCLUSION AND RECOMMENDATICNS

5l sumnary and Conelusion

This study has examined the impict of finaincial
rewnrds on cemployec motivation and pérformance in
Nigerdian Tobacco Company Zaria,

The crux of thu-study was to lpy cmphasis on the
consideration that should be given ta the financial
rewards system of an enterprise as tgey Xscrve as 2
central force in determining the bechaviour of an
employee, |

As part of tHe study we cxamined related topics
and reviewed relevant works by some theoriest in chapter
two. The topics includes finnecial rewards and cmployce
m@tivation, f nancial rewards and employce performance
anfl works by Frederick Herzberg (1959), fobert Dubin
(1968), Victor Vroom (1964), Stacy Adams (1965) and
Lytan W. Porter and Edward B. Lawlcr III (1968).

rewands

In Chapter threc we examined the Finincinltﬁystcm
of Nigcrian Tobacco Company Zaria, under the following
topics:= historiecal dewveclopment and the organizationsl
structuye of Nigerian Tobacco Company Zorin, the various

Financial Rewards Schemes of the Company 'nd external
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influence on the company's Financial BRewards Schemes.

In examining the organizational perspective of
financial rewnrds, we found out that the company has a
wide scope of motivational factors, that includes both
intrinsic and oxtrinaic rewards, This mecans that the
company has the internal capacity te motivate employce
to perform better. However, the najor problem in this
respect is that employece don't receive the right stimulus
for accelerated performanece and &@re they rececive the
motivation avenues are never boosted to their fullest.
In addition, we found out thnat external influcnces on
the company's financial rcwards schemes are ncccssxrf
factors to be considored!in stinulating high étnndﬁrds
of employee motivation ind pcfformﬁnce.

In chapter four, we tricd to Systemnticnliy
analyse the rclevant data collected while testing our
hypothesisg. In 6ur.analysié, we attompted to prove
whether employces are attracted, retain and motivated
to perform in nn Organization mainly because of its
Pinrncinl rewards systoem., Aﬁd sccondly, whether employee
motivation and performance are influcenced by finaneinl

rewnrds.
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Cne major findings of this study shows financial
rewards to be o very strong Job morale factor for both
the junior and senior staffs, Most employecs are
attracted to the company beeause of its lucrative po
package and they stay in the job as far as the rcvards
system keep energising and nctivating then towards the
satisfaction of nevds. Hewever, they would leuve ilic
organization if offercd hizher pay elsewhere. Quite
obviously, moncy secrves to s-tisfy needs for food,
clothing and shelter, but it is much less obvious how
noncy can be rel:ted to such other arens ~s nced
achievement or nced Power, It scems obvious from our
findings that moncy serves these needs too. A1l nceds
are perccived to be associnted with finwneial rewnrds,
Finanecial rowards is generally agreed to be @ major me
mechanism in modifying bcehaiviour in industries. It is
more functionsl than other motivators for employces.

Employecs claimed that if siven more pay they would
work hnrder. Pay is thus rated high ocuong responuinos .
In vorifyins the state of motivational faetors in and
around the couvany we found out that thore is o goncrrl
feeling of dissatisfaiction with most of them, including

finaneisl rowards. Therefore we concluded that sinea
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cmployce perceives finnncial rewards as lnadequate,
that paying them more would increase their motivation
and performance. It ig obvious from our findings that
no amount of money ecan cver be too much for eﬁﬁloyoes.
This is becnusge our system is bnased on the values and
behavioural patterns of the developed market economics
and our socio-cultural setting milkes an employce to be
responsible for the welfare of a lot of people from his
extended family,

The organization must understand that financial
reward is very important to all employccs and is a highly
valued reward, It can serve to satisfy all necds and
to increase the motivation intensity of the employees,
An organization'g ability to decide well in this diree
direction would hove better chance of moving nlong with
the workforce towards the attainment of the enterprise
ob jectives.

However, the organization should ~1lso note that
incircased motivation produccs anxicty that ean be
functional for solving problems up to o peint, beyond
thnt level it becomes a hindrance to performnnce.

Over motivated workers may feel so pre~occupicd with =

limited set of valued outcomes or goanls thnt they over—
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look the importance of other human behaviours in the

organization.

5.2 Recommendations

When workers excel and raise productivity, the
company benefits and management is pleased. The following
recommendation would guide the organization in trying to
use financial rewards to motivate adequately for
accelerated performance.,

i The crganization should view financial rewards to
workers as an important factor to be considered in
motivation and performance.

2 The organization should review their wage system to
be motivational in outlook, This can be done by
paying employee on the basisz of the results they
achieve on the job., There is need of correlation
between effort expended by an employee and the
financial rewards he receives. No bonuses should be
paid to production staffs when eguipment in production
department is not operating, And bonugses for those
not in a production function shcould be hased on
either the division's return on assets or the company's
return on assets bach division or department should
receive a report every month showing @nyear-to-vear

basis their return on assets. For the management
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staff their financial rewards should be based directly on
the company's earnings. If the company is doing well, the
executives do well, However, their base salaries should
be set at what individuals in a comparable position with

anothey company would receive,

Secondly, a motivational wage system must adequately
distinguish "nairawise" between the different level cf
efficiency for people performing same job. When an
employee believes that equity does not prevail he is bound
to withhold a measure of his productivity in order to
restore equity.

Closely related to this is that increases awarded must
be given voluntarily and must be large enought to have a
favourable effect on a person's standard of living.
Inability of employers to give adeguate financial rewards
will result to employee putting in their barest minimum

efforts in the attainment of the organizational goals.,

3e Since emplcoyee performance is alse a function of
skills and knowledge which are acquired through
training and development. We commend Nigerian
Tobacco Company Fanagementsgeffort in training and
encourage them to continue, This is because training

is an essential commeodity in performance. A well
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trained employee is capable of praducing more than
an untrained employee of egual physical ability.

A trained employee has cinfidence in his ability to
perform. He believes that he has control over his
environment and is equipped to tolerate occassional
disappointment, frustration and inconveniences: An
untrained employee will be incapable of performing
his work, may feel frustrated and may even leave the

organization,

The Company's service awards program is also commended.
But instead ef only basing it on long service, it
should also be based ﬁn employee performance over
thoge years'using his performance appraisal reporte,
Also instead of handing out financial rewards, gift
certificates, pen, wrist watch etc, the company should
try issuing the company stock. Fer example, after
five years of service, an employee receives five
shares of NTC Stock. Another five vears of service
they receive another five shares, and co on., This
will make employees feel part of the ownership &f the
company and thus attract their commitment to work,

The organization should also boosgt to their fullest
other motivational avenues like: Job security, welfare

provision, leadership/supervisory styles etc.
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1
Fleuter etal suggests that two sets of conditions

mugt exist if financial rewards is going to influence

employee performance, One set of conditions describes

the employee perspective and the other £t describes the

organization's perspective,

Employee Perspective

(a)

(b)

(c)

(d)

(e)

The employee must perceive a close relationship
between performance and fipamcial rewards,

Financial rewards must be important to the

employee;

The employee must be able to perform (i.e. must have
the ability, know what's expected and perceive
minimal conflicts in performing the rewarded
behaviocurs);

The employee must not be placed in Jjeopardy or
conflict by working for the extra financial rewards.,
For example he or she must not fear physical injuries,
rate cutting, Jjo® insecurity or ridicule from
CO=WOTKEDrS;

Performance must be measurable and fair.
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Organization's Perspective

(a) There must be a high level of trust between the
organization and the employees.

(b)) The employee must know and understand how pay programn
works,

(c) The employee must be able to control the performance
on which the financial rewards is based.

(d) The performance appraisal system must be free from
petential bias.

(e) Managers must be trained in giving feedback,

(f) The amount of money set aside for financiadl rewards
must be sufficiently large to make extra effort
worthwhile,

(g) The Jjob evaluation must be valid so the overall

salary relationships are equitable;,

Although it is generally agreed that financial
rewards is the major mechanism for rewarding and modifying
behaviour in industry, very little is known about how it
works. One reason for this is the dearth of sound research
upon which to base practices. There is the need for more
research on what way financial rewards motivates employees
and how this in turn affects their behaviour. This is

necessary te assist in remedying these current deficiencies

in this study and others.
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APPENDIZ I

Department of Buginess Administration,
Institute of Adwinistration,

Ahnadu Bello University,

Zeria,

Denr Respondent,

THE IMPACT OF FIW.NCI.L R#7.RDS ON MMFLOYEE
OTT VLT O WD PERF OO LiCh. e 0.88 31007 oF
WIGERTAN TOBATEC CAPNY, 2.1

A !LI
s ——

T am conductinz a research on the 2bove mentiioncd
topic for the completion of ny iinsters Degrece in Business
administration (MBA). The attached questionnairc is
designed to examine what impiet the different finanei-l
rewards plang have on you.

You are please requested to be zetuzl and accurate
as possible while answering the quostions in ordcer to mnke
the study o worthwhile onc.

The information regquircd is purely for Academic
rescarch purpose and will be treated in utmost confidence.
Ploase complete the gquestionnnire ot your carlicst
convenienaso,

Thank you.

Yours fazithfully,

LUCYFILZ O, NWOBI
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SURVEY SUESTIONIAIRE FOR BMPLOYZDS OF NIGERIAN TOBACCO
COTP/NY, ZARGA-

Introductions,

(n) Please tick the corrcet answer where appropri~te.

(b) and £i11 the blank spaces where requested.,

1. SUX:
(n) HMale [T
(v) TFemale L7
- Marital Status;

(a) Single -
(b) W™Marrica L7

(e) vidow 7

3e If married, number of children with you who are:
(a) Under Primcry Schoel .
(b) In Primary School ..... e
(c) Ia Sccondary Scho0l eeesececssossensssssscans
(d) In post Sccondary ScChoOl secissecensses

e Fae

(e) Working but still living with you

LRI I A

4. Level of BEdueation:

(1) University Deszrec i
(b) Polytechnic/Profession:l L7
(¢) Scecondary/Technical School /7
(d) Prinary Schocl /[ 7

(¢) Tlliterate :7



7.

For how long hn

{a) Loss than one year L7
(b) 1 - 5 years /:__:_7
(e) 6 -~ 10 years L7
(d) ibove 10 years 4
Status:

() Management staff b
(v) Supervisor L7
(e) Junior Stars 7

Present salory pep annun (after tax)

(2)
()
(e)

Uhy

(a)
(b)
(e)
(a)
()
(1)
(&)
(h)
(i)
(3

¥1,000 ........ ¥5,000 [

55 ’001 L -H?O,OOD ;______ _:'
FI0,000 sui,.is bove [ 7

did you choose to work for NTC?
Prospects of training opportunitics
Prospect of rapig promoiion /77

Attractive salary structure [::_7

Enjoyment of the work LT
The working condition [:_:_7

The svpervision / 7
Job Becurity [T

Socio=-Cultural ~nd/or geographical loe~tion L./

Yothing in particolar / :7

Others (Plcase specify)

-------------------------------------

125‘

ve you been vorking in the comiany?

L7
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9. For how long do you wish to continue working in the
conpiny?

(n) Loss than onc year [ 7
LT

(b) Few years

(¢) Until retircnent zr,_j
(d) undceided L7

10 Is NTC Zaria your first Briployer?

(a)  Yes y
(b) Po YA

11, If N to question 10, why did you leave your first
employer?

L I O I O O O R I O I T I O I e I

12. Think about your present jcb or the type of job you
would like. Decide which of the following job facters
ig most impertant to you. (Place.a 1 infront of it.
Then ddcide which is the second most important to you
and place & 2 in froent of it. Xeep ranking the items
in order of important until the least important job
factor is ranked 13.

Loecal (where place of work is located
i.e, Zaria®?

Training and Developnent opportunitics

Advancement (opportunity for promotion)

___ Security (steady work)

o ———— e

.. Finaneinl Rewards

Frinse benefits (insurance, free medieal
gervice oic.)

Superviscr (a fair, influcncial boazs)

Vorking conditions (.comfortable and clear
work oron).

———

__ Schedule (hours worked, starting time)

——re -

The organization (working for a° conpany
you arc proud of)

Challenge {(intoeresting and stimulating work)

Responsibility (baving responsibility to
complcte inportant job),




13,

(b)

14.

154.

16,

128,

What is your opinion about the following factors as
they exist in NTC?

(a) Adequate  Not Jddeguate No O inion

Job Seccurity

Financial licvards
Provision of Vorking
Foeilitices

Ualfarc Provision

The job itsclf

avernme for recognition
Advancement

NTC ‘ndministrative

Policies nnd Leadership
Stylec.

Interperspnal relcotions

with poors.

Torking relations with
subordinates.

Social Cultural Suitable Not Suitable Yo covwicion

enviromment of NTC

Internal Policies of
NTC.

Do you think you are paid less than what contributicon
you make to the company?

(a) Yes L7 (b) No -

Do you think you are pnid less comparce to what your
colleagucs in other organizations are getting.

(2) Yes [__7 (®) wWo [

If your answer 18 Yes in Question 14 and 15 what
have you resolved to doing?

(n) Continuing with your normal eutput /7

(b) Loo%inz for another job 7
(¢) Improving on your output [ 7

(@) Have writien petition to ranagement/
pergonnci, L7



17«

18,

19,

129.

(e) Complained to the Union officials [/ /[
(f) Others (Please specify)icececescasansasconcs os

® 8 % 4 8 40 8P F R AR s e R Ay

Is it correct that more financial rewards will make
workers perform their tasks more efficiently?

) Prue [——7

“\MI

(b) False +#

If you receive higher pay e€lsewhere will you leave t6
company?

(a) VYes C_?

{b) No [:::7

What would ycu want to achicve in your Jjob?

(a) Higher pay D

(b) Security D

(c¢) Responsibility /7

(d) All of the above /__/

(e} Others (apecif¥)airissiinsis shadanesds i SEde vy s

LR N T R B B I B I B B A I I O R I T I T I A I A IR T R B B S B L B

In putting extra c¢ffort to your job, what is normally
your relationship with yocur other co-workers?

{a) Good (they encourage you) [/
() Bad (they call you names / /

(c) They are Jjust indifferernt / /
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21, What does higher pay mean to you?
(a) Progress z:::7'
(b) Worth 7
(¢) Promotion :7
(d) Equity Measures [ __/

et (¢) .Satisfaction of needs [:::7
(£} All of the above ﬁ:::?

(g) HMotivation to work [T

22+ What in your view is the livel of workers performance
in the company?

(a) Satisfactory 7
(b) Fair L7
(c) Not satisfactory /7
23, What are those things if provided by the company which
will increase your level of performance?

@ & % 0 8 8 4 s 8 & 8 KR AR s A AR RREA AR A e A s e s g s AR b

LA S I A A A R A L O L B B L S B R O I R I I TR UL T I L B R IR I I

2y, Which of these financial rewnrds will you want to be
increasc¢d?

() DPasic PEY sews sompvrwsyoy
(b) FI‘lnHL— H(anlt‘S R

(C) l"|1l 0]‘ tﬂl -?.}"‘L‘Vt" R N I I S R

()5. w}l}(? }.‘:xpl"irl I‘I‘iti‘ly L R A A I I

L R I O B B B L N R B R I I R B O B B D D I R I N I B T I T R IR I B T AR U R )
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APPENDIX II

INTERVIFW WITH FACTORY PERSONNEL MANAGER

(1) What is the number of person in the cmployment of
NTC, Zaria? And how many are in ea¢h grades'
€ . Management Grade?

(2) How do the organization view money spent on salaries?
Is it as a cost or as an investment in human capital?

{3) What are the different types of Finnncial rewards plans
used in the organization? .

(4) How do the organizatioa determine what wage to pay an
employec?

(5) What is the expected production capacity of each
employee in the factory?

(6) Duv employee maximise their preduction capacity?

(7) How is the pay system designed to encourage employce
input for improvements in the company's effectiveness

(8) Have you a formal appraisal program?

(8) Of what uses is the employee pcrformance appraisal
reports employed for? Dees it include the determina-
tion of employee wage, and salaries?

10. T know the organization once in a while has this long
service award? What are its aims/objectives? Does it
help in improving worker's productivity?

11. What role does the Union play in determining employcx
pay?
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APPENDIX _III | Y

Nigerian Tobacco Company- PLC. \l

(Incorporated in Nigetia)

SUPERVISORY ASSESSMENT FORM
KEY TO GRADING -

|

'A.  OUTSTANDING (5 Marks)

. Performnance and eflfectivencss are excellent. Empioycc has a potential for higher

: or wlder responsibililics. If, however, hc{slm" has reached his/her “celllang”,
his/her achievements are sl clearly exceptional, _Wlork requires minimum of
review, | , .

: ' : ;

IB. ABOVE AVERAGL (4 Marks) e

. .I )

Calibre of performance and level of effectiveness: definitely superior to that

i deserileu wr "Average”. Zeal, ellfort, ambition and allitude are superior. Ahilitles

: and leadership recognised Uy colleagues. kancsscs in relatfon 1o strengths are
fcw and significant.

' I

:C. AVERAGE (3 Marks)

Level of productivity and general effecliveness meet the standard for this pesition.
Quality and quantity of oulput are saulsfactory. Minor wecaknesscs can be
improved by training, loyally and reliabllity are sound and predictable. Only an
L. ordinary amount of explanation and-follow-up are required. Perdormance s
4 acceptable,

+D. BELOW AVERAGE [2 Marks)

Elfecliveness and productivily are below the standard required of the job, but nat
s0 low as (o be considered as "Inadequale”. Employee may be rather slow In
reacilons, his/her ability to plan his/her work or to use imagination may be
somewhat lacking, or he/she may have other similar weakness that could be
overcome by training, self-development or by closer supewls!on Might be better
i suited for a different job,

"E. POOR (1 Mark)

Performance is below job requirements. The\employee 1s largely unable to
! cunderstand  and cope with (he job requirements. Written warning to be served
“and if pe improvement, appolntment should be terminated.

|

poot . "

-

" PERSONNEL DEPARTMENT.



| NT 417E I\llgerlaﬂ 100aCCo COmpany rwww. ear
(Incorporated in Nigeria) '

"W:’sw%i
Ve
HWNTC _p
CONFIDENTIAL PERFORMANCE APPRAISAL FORM
FOR P & G’s
PART 1 Period covered by Review From: .'I‘o ..................
PARTII PERSONAL DETAILS
INAITIE! ooriieeiiriviaiinnieseareassernineearasssannsnns Personal No. oo ienninns Sex
Date of Birthe, oo vsamnscssin I FOBTHIE o TR e
Date Jothéd COmPANY: wunawmssiciiisnscnuipueiasvisains DEPRIUBENRE wwiamsiasusii

BODERIDEE: . visicissisvimcimssaviivivivesivaisionisviisesvisdiolniie

PART 1II Rating: 'A' denoles Outstanding 'C' denotes Average
‘B' denotes Above Average ‘D' denotes Below Average /Poor
Tick as appropriate
RATING FACTORS A B C D
Sense of Responsiblity
Loyalty !
Out put
Reliability
Dependabllity i
Neatness , - X
Time Keeping !
I 1 :
Commitment ) ¢
3
l
PART IV: Appralsee's reaction to the Review I
ADDTRISERY . .coirivontumuiisiaamis e P SNy 0 v Date:

----------------------------------------------------

PART V: Any additional qualification since Joining the Company.



NT 417F : : .
" Nigerian Tobacco Company PLC. -
| (ncorporated in Nigeria)
i . i
l'. ' .'_.":!!r""‘ 1 ‘:
"' . ‘-‘_-'.'.}.u__.;__ -
CONFIDENTIAL PERFORMANCE APPRAISAL FORM .
“-:I! FOR DRIVERS
L :
PART 1 ' Pcriod covered by Review Frony ..o i )« PO T
PARTII. PERSONAL DETAILS
gH : L
Pl NAME Personal No....pvvceavinniinoneee: SEXE i,
Date of BIrtI e ovssiscsnsssrsvesesnnes JOB TIIE: 1ovvvessossssssisssssssnssssesssoesenssecessesnsnscssnn
1. . .
! Date Jolned COMPAIY: i imnen s b Department: ..ooeninnenn
:‘ ARTTAUSEE L otiieessseasceiresssseaereeiaaasseaesscatesasseraatsaesnsbesesseraanennn et ettt
PART IIi Rating: ‘A’ denoles Qutstanding 'C' denotces Average
i ' 'B' denoles Above Average 'D’ gdenoles Below Average/Poor
o - b
- ,‘Tick as appropriate ' /!
T
RATING FACTORS S Y B C D ..
]
Knowledge ol Job _ i
Courlesy en the Road |
Dependability and Reliability
Maintenance of the Vehicle
Judgement.
Techinical Compelence
Dealing y;..rilh people I
Neatness 1
Time Keeping
Menlal Alertness
C:‘cal',li;ity/111ltlatlve
Discipline ;
. ) .
PART IV: ’ Appralsec's reacton lo discusslons

APPITUSCET woveiriramsiiae et r ..............

Date: e



o

nnIygeriain 1opdcCco vompany rrLo. oA

(Incorporated in Nigeria)

NTC
|

CONFIDENTIAL PERFORMANCE APPRAISAL FORM
FOR GROUP A - E

PART 1 Perlod covered by Review: From ... i To

PART II PERSONAL DETAILS

B IRETIEL orinaneierssnnes s pbiisn i v a ey Personal N uamaaaeseniialin SN ovanainie
. Date of BUrth:,.....vsisviesiniiaiiie srisiosni JOB TS wsmnisinsoasnimasi i v
Date Jolned COmMDRRYL iy sk sasuismiisiis v Department: e

| ~

Apprajser: ....................................................................................................................

PART 111 Rating: A’ denotes Outstanding 'C' denotes Average
‘B’ denotes Above Average ‘D' denotes Below Average /Poor

Tick as appropriate

RATING FACTORS A B, C D

Knowledge of Job

Organisation

Performance

Time Management

Judgement

Enthusiasm '

Dealing with people
Rellability

Initlative /Creativity l,

Discipline /' :

| b :

PART IV: (a)  What are his/her pnﬂlcul'?xr strong polnts
4
|

|

(b)  What are his/her weak polnts

(¢}  Areas lo Improve



T IX Recommendations h

[ 3

#"ERSONNEL DEPARTMENT USE

(a) Manager In-Charge ' .
i Which of the following would you reccommend for, the employce?
{please Uck as appropriate)

! y
ﬁo Increment { | '~ Single Incremnt l‘
: - l
Douple Increment ! Promolion
; ‘

1. T L A S

[h) Comments by Dcpartmental Manager (i.e. Appraiser's hnmediate boss)

._ ] '
I- | !
' i
ic) Approval of Ilead of Department
{Please delete as appropriale i

No Increment/Single Increment/Double Increment/Promotion Is approved.

i
'
i
SHENATUTE. it i s s s reen e Da{e: erberererine et sty
- H
.
¢ n i

J . f
SALARY AS AT DECEMBER: " p.a.

NEWS BASIC SALARY: # ... EFFECTIV s New Grade .. |

trbradsrrannane

-

ACCOUNTING DEPARTMENT ADVISED ON: ... e

i
Llﬁl Manager's SIZNalure: e



Wrao - Nigerian Tobacco Company PLC.

(Incorporated in Nigeria)

CONFIDENTIAL ~ PERFORMANCE APPRAISAL FORM FIELD STAFF
(LEAF DEPARTMENT) %
PART 1  PERSONAL DETAILS ; \
TRRIIHIEY viiicnvionismniis v ehos L Re e RaREaEo 043 B A A PEOOTEE MO vt aamn s s i s A N
DatE of B oo semesiecssssinssiisaviaein Fresent  POREON . wwesammerosscmesssmmmos
T USHAON: et Date JoIned COMPANY: cisssmmssosssessonmizant
Period covered by Review Froii i wivisesnrissssisnsssssaneinns T vt v R SO RS D AR AR S R A oA
ADPTRISET, casiirosi i i s i s s o s A vl s T Ve s r Vs Fas AR SN S s
PART II  Crop Production :
A, CROP ACHIEVEMENTS
No of Seed | Heclarage | Welght Yield No. of Trees Food Crop
beds (I1a) (Kg) (kg /Hak Planted (ha)
Agreed Targel
Achieved
% Achievement
N [ |
B CROP PRODUCTION
Ouistanding Above Average Average Below Average
-I_ e e
Nursery Wark [
Cultivation (Field) . I D
Topping & Suckering i
Grading (Consider, . - I
rejects, molsture
content ele. __ & ) S R | S
Demonstralions N |
o e e = — S,
Crop Records N - - L, . < |




c PERSONAL ATTRIBUTES

Oulstamdlng

COMPETENCES

Reliability at work

Knowledge of the johy
Dealing with people

| Loyalty i fl'l:'\-'{l”nl_l_l_ti_lllllv__ oy

| Creat iveness/Alen ness

Ol:Slﬂlldlllg 95%: Above Average 80% - 949, Average: G5% - 799

Below Average: below G5%,

Is he capable of assuming higher responsibilities?

D. Enumerate eternad or extrancous factors (1t have affected Lis july perlormance
during (he review period
PART II1: DEVELOPMENT g
|
(a) What are his o rengty?
(L) What are his weaknesses?
(c) NMhat can be done 1o limprave the staff as fegards his weaknesses?
t
() -

Ifyes, why ang when?

Average
i Avrm!!c
_______‘—-—-———._.__————-——._ ———— N

7
Level of Intelligence ' .
—————.________L___._____F_—-——_ﬁ______ S e |
H i
Powers of jud ciment !
——crS of judgement ! 1 —_— ]
- R ran - - > l
Ability (o grasp and dewve lop new ideat - 1

—_— _q—uu—-——______———___———«_q——-——____—m——____
— .___——-—-________———-.____ '_____—.__.__________—-__________

Time Management = —t— ]
: _—

— 1 T

S




PART IV:

What are the appraisce's reactions to (he discussions?

ApprutSt:O: ettt e e
Date: ........................ T A —
PART Vi, COMMENTS
(a)

for promotion and increment)

(b)
for promotion and Increment

3

Appraisee’s Reaction

OVERALL PERFORMANCIZ (Div,

Ouitstanding

Leaf

L]

If oulstanding or above average, give

()

Comments by the Divisional leaf Manager including recommendation

Above Aver ape

OBSERVATION ON THE DISCU. 510N

Liates oasenuns

Comments by Manager in charge (this should include recommendation

Signature ...

il

)
Signature ... !' ....................... Forl B ) e
) ’ . ?
I |
ll_
SUITALIRE. 1 ppsensborsnypiaoriinessepssssass snnsons IDKUETS: motibiermitisbsas Bievs
Manager to Tick as Appropriate)
I e N
—:‘\\fm.—uiv i Iu-_f.'u—”/k\-v:.w-
reasons lor rating. ‘

Div. Leal Manager's Signature &

aartmental Managers Cotmnents:
Departmental Managers Conunent

Signature & Date:

Appraiser: ... EERPC P R N E S

CersmamEn



(d)  Comuments of Head of Department

I
-
‘ Signature ............. RRT CO RBLEE oo connvevsorsnsnonsnia
v '
. : .: !
FOR PERSONNEL DEPARTMENT USE '
Vi . ; i . ;
s |
1. . SALARY AS AT DECEMBER .....cccpociuniinninsinnns p Bbsiamaseiniins p.at
, '.
2. " ONEWS BASIC SAIARY: N EFFECTIVE L New Grade
3, ~ ACCOUNTING DEPARTMENT ADVISED ON: i,

Personnel Manager's Signature: . Dates



4
ntaio - Nigerian Tobacco Company PLC.

(Incorporated in Nigeria)

&

CONFIDENTIAL SUPERVISORY ASSESSMENT FORM
SENIOR STAFF (ALL) 5
Period of Review : From ... Y SRR R T vssisiiipisae A e it
L T — O ———— Other Names: oo, A B A
Dl gl Blrils o asviinsmmra i Date of Recruitment: * ___________________________________________________________

f M{N'lf'it'{! or Single
Present Appolntment: ...

F3 % p) €121 L4 ] OO

LIST KEY OBJECTIVES AT THE BEGINNING OF REVIEW PERIOD

_OBJECTIVES SET ] __ ACHIEVEMENT AGAINST SET OBJECTIVES
f
‘
; i
!
i
1 i X
- 4 4
476779
2 |
APPTRAISTE. v e




Rating: ) Place a Uck In the appropriate column, vach column carries an appropriate
figure as indicated below: ‘

] 5 4 3 2 1
: o o
! og o ! ?
; £ 5 5§ 3
¥ E < ‘g 2
SECTION B COMPETENCES v “a 2 '
o g i g = 8 E
’; 8 é-’; & & £ &
A, EXEFUTIVE ABILITY i
‘ll His ouiput of work is ' .
o =
i} FHis reliability al his work is | ;
¢ ™
ok iif) Iis lamowledge of hls job s
v} His inlfiative/ability o meet set !

targets

B. . PERSONAL QUALITIES

) s tact In dealing wilh others is

Ei:il His.- enthuslasm for his waork s

ity His loyalty to the Company fis

iv) Flis gencral standards appear

to be

C.]| LEADERSHIP QUALITIES

i)  The manncer o whicht e handles

his subarcdiunfes is

i) The mflucnce or pood which he

has on othors is

i{i} His abliity to develop and train
© his staff is

vy il thue sansgeieng




JECTION B

D.

)l

MENTAL QUALITIES

and sltuation s

iiiy His powers od deduc

judgement

fv) His ability
v ldeas/men

are

to develop original

tal alertness

The level of his Intelligence is

i)y His ability to grasp new subjects

tion and

ADMINISTRATIVE ABILITY

) -The ability with which he pl

his work

iy The foresight he shows il hist

works
1if) His suced

colleapues/

is

eTe]
e s

discipline is

5 v) [lis ability 1o communicate s

TOTAL

KEEY TO GRADINGS

81

100

Ll

0l

5 in working with s
ability to maintain

850

L#1]

4

1 Total

4l - 60

21

40

C

D

A OUTSTANDING

13 ABOVE AVERAGE

C - AVERAGE

& BELOW AVERAGE

UNACCEPTABLE




SECTION C

What are his/her particular strong points. \'\

SECTION D,

Whalt are his/her particular weak points
- .

BECTION E

Do you recommend any speclal action Inside or outside the Company to Improve his presuﬂ
pcrfonmmcc or for his future development

SECTION F

Areas Lo lmprove

SECTION G !



These nh}ccl"lvcs should he agreed by both the Appraiser and Appralsee.
A copy to be retained by the Appraisce.

Signed: (Appraisee) ..o e e A VAR RN A PR RS APPIaISEr: ..ovveeroresersmnessssssisennnes e

DBy N e DB o iiaviniiensnsarsivasimensinssnsyvessasssnsnrnésoss

Appraisee’s reaction to the Review:

SIENMAtUTE b s s £ 1« AT

GENERAL COMMENTS BY IMMEDIATIE SUPERVISOR

Recommendation: () Dovhle Increment /Single/No Inerement

() Be Promoted tou ...,
|
COMMENTS BY HEAD OF DEPARTMENT
|
|
/ L ]
i 4 ¥ b
PO
SRR Lo R R | — 1B 7 L ] e e B e
FOR PERSONNELL DEPARTMENT USE
1. SATAIY AS AT DO o viveirai G i O RN A p.a.
% NEW BASIC SALARY: T . s EFFECTIVNE @ asd Yorncema New Grade ...
3. ACCOUNTING DEPARTMIENT ADVISEDY ON: . iieiviiiioniisivnions e sosnrenstsssssisiis
Persunnel Manager's SIRmaluvlli o aui i sravieaiaie iissive s Sassssibssives 05 | s G e P



‘m Nigerian Tobacco Company PLC.

(iIncorporated in Nigeric)

& .}
NTC iy '

l

INFIDENTIAL PERFORMANCE APPRAISAL FORM FOR
7ZONAL/SALES REPRESENTATIVES

T1
SONAL DETAILS

TEtsanssbannages P N P - sy oy T ik DNTE COF BRI s disiiivan s s isiiise

AR TMENT fonm. avnianssinmiramaainisise PRESENT JOB: -veemve-. ......................................

SENT GRADE: ...ciivviivieiiiiiveiccirvnee e TIME IN PRESENT GRADE: v : [ERRT— -
IRIOD COVERED BY REVIEW: FROM: srisvissvissesssnsianses T 1 3 I
PPRAISEIR:  +1eretetineesnnss s LS
}RT 11 J-

'
REVIEW OF WORK OBJECTIVES

Review briefly the main goals sel, and this/her perlormance, giving specific hifstances ol
success and failure to achieve goals. Please state clearly individual goals and objeclives

agreed, ’
‘.
}____H__‘_ Agreed Work Objectives I _i'(_‘:'iiﬁlil_‘l(_‘l'i:Uf‘:}![_lf_'_::i‘-l Objectlives




2. L
. ’ ' N .
PART 111 ' l

Based:on achievements in parl 2 above, how would you grade the grade the employee's
performance in the areas slated below. Note that each grade carrles Lhe foliowing scores:

A
I3

i

9 marks - : C

it

7 marks D

i\

5 marks

3 marks

ZONAL REPRESENTATIVE

Achlevement of Sales Targel

Emclcm:y of markel coverage, distribution & nerchandising

Slif}f:lvislol'l of Distributor's Business

i?(:]attoﬁ&hip with Distribulor and the trade

1}

?

Training of Distribulors slafl [

< Adhercnce W Compary rules and regulalions

Prompl aml Accurate Relurns

Suggestions and [mplementation of lnnovallve ideas

Moniloring of compelitive aclivilies

Use and malnicnance of velhileles

TOTAL SCORES

SALES PROMOTION/HGO REPRESENTATIVE

A[.:i"]lcvcmcnt of Sales Promotlion Plan

Coverage of T1GOS -

Mci‘clmnrl[smg, display and market cleaning

Trade Education and Relationshlp with trade

Training and control of surbordinates

Adberence lo Compauly rules & regulations

Prompt and Accurale Returns

Suggestions and Implementaton of innovatlve deas

Monitoring of Competilive actlvitles

Use amd Mainteronee of velhiaeles

S——

TOTAL SCORES




PERSONAL ATTRIBUTES

COMPETENCES

Level of Intelligence

Powers of judgement

Ability to grasp and develop new ideas

Ability lo communicate

Reliability at work

| ——

Knowledge of the job

Dealing with people

Time Management

Loyalty and devotion to duly

Crealiveness/Alertness

PART IV
Agreed work objectives for the coming year:

Objectlives

Completion time If necessary

App:‘uiﬁ?t: ....................................................

Date '



PART V .
) A : ]
COMMENTS ON APPRAISAL RATING )

. L -
{a) Stalc any factor c.¢ health, personal difficulties, organistional probiemns or any

other external/ extrancous factoss Which might have affected his/her job |

performance during the review period. li'

|
{b} Do you consider him/her sujtable for his/her present job?

&

(¢) Il he/she Is unsuitalle, what do you recommend should l?e done?

(d) (1}  Whatwe his/her strenghts as related o his/her job?

(|

(1)  What are his/her weakness as related Lo his/her job?

[

(e)  What are your recommendations {or building on Lfs/hc:‘ strengths and improving

arcas of weakness?

! 1

<

{fy  What arc your suggestions for further training an]:! development of the employee’

Suggest types of training:-

(@ - Any other relevant conuncits



T, Tt ST O

ta ] '

: i
& .
1. .
PART VI Lo , B : e e
RATING: Based on the gradings in Sectlon B, C & D, rate his/her performance
accordingly:- (Tick as appropliate) "
-+ Above 80 marks - Oulslanding E . ;
71 - 80 marks - Above Average [:
80 - 70 marks - Average [:l
Below 50 marks - Below Average D _l
If you have rated him/her above average. please indicate whal special achievements
he/she has made during the year.
o 4
. Signalure:........... JOPPTPRPUNRR Dateiiiriiiaressean
. APPRAISER
Appraisee‘:_s Reaclions

SIZNALUTE: cveeuresersrersrerasssanssissarsaressesasarsssees Date:...

ICmmm:nts by Departmental Manager (i.e. Appraiser's i1nmédiate Boss)

................................................................

SEIENALUTE esveeunsasraenseesersnsinsrsesoninsiiperness Dafe:

Appruv'a.l of Head of Department: (Please delete as appropriale)

No lncgementfsmgle Increment/Double Increment/Prorlnolion ’
T LT, PN ITRTIE L - DALl eererreceraeen

FOR PERSONNEL DEPARTMENT USE .

| SALARY AS AT DECEMBER: N o p.a.

o NEW BASIC SALARY: N oo EFFECTIVE......... New Grade. ..o serse

5 ACGOUNTING DEPARTMENT ADVISED ON: oooovssrrsossssssrsoe

Pesonnel M;u]agcr's Slgllature:-'.--u|.0|u.oaooo-|¢oo||'ts-¢.;-|..c--;uqloocn. Dale: .. veierreensnasrnses

L



